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EXPLAINlNG TRENDS IN THE GENDER WAGE GAP 

EXECUTIVE SUMMARY 

• Although the gap between women and men's wages has narrowed substantially since the 
signing of the Equal Pay As;t in 1963, there still exists a significant wage-gap that cannot 
be explained by diftbrences between male and female workers in their average 
characteristics or in the average characteristics of jobs held by male and female workers. 

• After three decades ofnear-oonstancy, the ratio ofwomen's to men's average pay began 
to rise in the late 19708 and reached about 70 percent by the early 19909. After a brief 
pause in the mid 199080 the gender pay ratio is rising again, surpassing 75 percent in 1997. 

• 

• 

The gemter gap has narrowed much faster among younger women and among married 
women with cbildren. The data that permits disaggregation by demographic groups shows 
the overall gender pay ratio rising from 57 percent in 1969 to 71 percent in 1996 (the last 
year for which these data are available.) Among women under 40, the gender pay ratio 
rose from 58 percent in 1969 to 74 percent in 1996. Among married women with children, 
the gender pay ratio (relative to all men) rose' from 53 percent in 1969 to 68 pen:en'i in 
1996. .' 

The most recent detailed longitudinal study found. that in the late 19808 about one-third of 
the gender pay gap is explained by differences in the skills and experience that women 
bring to the labormarlcet and another third is due to differences in the jobs that men and 
women occupy. Accounting for these differences raises the female/male pay ratio in the 
late 19809 from about 72 percent to about 88 percent, leaving around 12 percent as an 
"unexplained difference," 

• Over the last. two d!lC8d~ in~ in WO!l1~.'s Bc~:mDl!lated I$.or.J;Dat:ket ~eriencc;: and­
their movement iilto higher-paying occtipations played a major role in increasing women's 
wages relative to men's, IIi addition, the decrease in the pay gap that'remains 
"unexplained" after controlling for measured differences between men- and women was II. 
large contn1rutor to the narrowing-the pay gap. Changes in fiuni1y status. in industry 
structure, in unioni7ati.on, and in the returns to "skill" also atrected the gender pay gap. 

• It is difficult to d~e precisely how much of the differe:nce in female/male pay is due 
.to diScrimination and bow much is due to differences in choices or pd'etcnCe9 between 
WOlttel1l1nd men. Oii.El'bidit1!ct~Iili.d-mgg1i'~ftbc·exteIit 9fi:li4¢rin'iiDaf(l11 ... . ' , 
remaining in the labor market is the "uneKplained" dif&rence in pay. Some studies have 
tried to measure discrimination directly, by looking at.pay differences among men and 
women in'highly similar jobs, orby comparing pay to specific measures of productivity. 
These research studies consistently find evidence of ongoing discrimination in the labor 
market and support the conclusion that women still face differential treatment on the job. 

.... .. ~ ~ . 
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EXPLAINING TRENDS IN THE GENDER WAGE GAP 

L INTRODUcnON 

Thirty five years ago, President Kennedy signed the Equal Pay Act into law, making it illegal to 
pay men and women'different wages for the same work. Although the gap in lWerage pay 
between men and women has decreased since then, the "gender gap" in pay persists. Decreases in 
labor· market discrimination towards women may be partly responsible for these improvements, 
but continued discrimill8tion may also contribute to the remaining earnings gap. 

Differences haVe long existed in the average pay of men and women in the labor nwkct. These 
wage differences are the result ofmany forces, including differences in the characteristics that men 
and women bring to their jobs, differences in the characteristics of the jobs in which men and 
women work, and differential· and discriminatory treatment of women by employers 'an", co­
workers. 

i All of these fiJ.ctors interact in complex ways. For example, ifwomen have less experience than 
men, they may choose occupations where extensive experience is less necessary. Ifwomen 
consistently choose different occupations than men, stereotypes about women's abiliti.es may be 
reinforced and discriminatory bdtavior by employers may be perpetuated. If employers make it 
difficult for women to enter certain occupations, women's inc::entives to invest in ~ for those 
occupations will be reduced. Hence, as we will see, it is difficult to determine preciselY how 
much of the difference in female/male pay is due to discrimination and how much is due to 
differential choices and preferences by female workers. 

Women and men differ, ~oth in tenus of the jobs they select and in their responsibilities for 
children (which affect worle at home and in the market). Over time, women',s skills have become 
.more similar to men's. The occupations'and industries in which men and women worle have also 
becom~, ~r.Cl similar. But there are still large differences between ~en and women in persolll!1 
and job characteristics that influence their relative wages. Even when all cifthese differences have 
been taken into account, however, a significant gender wage gap remains. As we disaLss below, 

, this suggests that there is continuing discrimination against women in the labor msdcet. 

• 
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II. TRENDS IN THE GENDER WAGE GAP 

FIgure 1. RaUO 01 FemalolMaJe Avena;. Weekty Wages 

1969 1979 1989 11196 

Treads in the overall gap 
After,three decades of near -constancy at about 
60 percentl, the ratio of women's to men's . 
average pay began to rise in the late 1970!i. and 
reached about 70 percent by the mid-l990s. 
The nairowing of the gender pay gap took 

FIg""'2- Mea .. " Weeldy EamJngs of Females Re~ 10 Males place mainly in the 1980s with some continued 
~z~~ , 

100 narrowing in the 1990& (see figure I)? In the 
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last two years, the gender pay ratio has reSumed 
its ascent, reaching more than 75 percent in the 
first quarter of 1998 (see top line ofFlSure 2). 3 

Although the size of the gender pay gap varies 
across countries, all advance4 economies for 
which data exist have seen a narrowing of the 

. 'Goldin, Claudia. 1990. Understanding the Gender Gap. Oxford. England:' Oxford 
University Press. ' 

2J)ata in figures I, 3, 4, and 5 refer to full-time year-round workers aged 25 to 64. They 
are published by the Bureau of the eem,IS. . 

, 
'The data shown in the top line of the figure are ratios of median weekly wages for full 

tinJe workers aged 25 to 54, published quarterly by the Bureau of Labor 'Stetisti~ since 1979. The 
bottom tine shows the ratios of median weekly wages of full-time, year-roUnd worltem aged 25 to 
54, calculated from the March Current Population Survey data files. 
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gap in recent years.' 

_ 3. RoUo 01 FomaIoIMoJo """,""" Wofll<t(Wagoo bf R ... oM EIMIcIy 
I.D 

Trends in the gender gap by·demographic 
characteristic 
Relative to all men, wage galns have'been fiIster 
for non-Inspanic black and non-InspaIncwhite 
women than for Hispanic WOIlletl (see figure 3). 
Women of all ages and educa1ion levels 
experienced gains in pay relative to their male 

.", ...... 7fI fI/1 "" 7fI ... lie" counterparts. The gender gap varies little 
~ tbll',' tlool .... ~ edu • __ __ __ across cation groups, but is sub~nti811y 

- ..... -----............ smaller for younger women (see figure 4). This 
was not always the case. Tn 1969, the gender gap was similar for those under and over age 40. 

FIg_ ~. RallO of Fomo.loIMalo A"".-go Weetctv Wlm •• by Ago But the gap narrowed much faster for younger 
I.D women. The larger gap among older women 

may be a generatiooal effect, indicating that the 
current younger cohort of women has made 
choices more similar to those of men and/or is 
not facing as nwch disCrimination as the cohort 
before them. Alternately, the gap for older 
women could reflect growing c1i.fWrences in 
accumulated work expeiience as women age or 
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a "glass cei1ing" effect.!Jfwhich women achieve 
'- L. '- '-- smaller pay gains over time. J'nd.eed, the 

bipartisan Fedend Glass Ceiling C()!Tl1ll;ssion 
found that "in the private sector, equally 
qualified and similarly situated Qijvins are being 

denied equal access to advancement into senior-level management-cn the basis ofrace. gender, or 
ethnicity."5 

Traditionally, married women and those with children have had lower wages than siDgle, childless 
women. However, gains in average pay have been greatest for manied WOIlletl with children (see 

. , 

~006 

4Waldfogel, Jane. 1998 "Unaerswidihg the ~BriiilY Gap!' iD.'Payfor'Womeii'Witlr 
Children." JoumaJ ofEconomtcPerspectiVes 12(1):137-56. 

- --. -.--

'Blcecutive SIlIllIII8Iy: The Glass Ceiling Fact Fmding Report. "Good' fur Business: 
Making Fun Use of the Nation's HUman Capital," 1995. "get fun cite" 
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figure 5). It is worth noting that this is also the 
group of women among whom labor force 
participation has increased the most since 1970. 
Although their pay relative to men has climbed, 
single mothers continue to,have the lowest 
average rate of pay, largely because this group 
has lower average skills than manied mothers 
or childless women. 

Gender gaps in fringe benefits 
Non-wage benefits currently make up about one 
third of total cOmpensation. The male-female 
difFerence in wages is also visible in fringe 

benefits. As with wages, some of this difterence is related to clifferetwes between men arufwomeu 
inhuman capital and job cbanu:teristics, and some rcmaius unexplained. Among yo. 
walkers, the gender gap In total compensation appears to' be smaller than the gap in wages.' 
Much of the female-male gap in pension coverage can be accounted for by differences in their 
other characteristics, and is much smaller among younger walkers. In addition, among those who 
have pensions, the gender gap in benefit levels is largely explained by gender di1rerences in 
lifetime earnings. Therefore lower wages, and hence lower lifetime earnings. can result in lower 
pension benefits upon retirement. For' some women, the lack of coverage or lower benefit levels 
may not be a problem since they recei.ve benefits through a spouse. For other women, lack of 
adequate health or pension benefits on their job may be a serious problem. More research is 
needed to understand the impact oflower fringe benefit COVenige among female employees. 

m EXPLAINING THE TRENDS IN THE GENDER GAP 

In this section, we examine changes In the reIative characteristics offemale versus male wot:kecs 
and in the jobs in which they work; 'and reIate these changes to the decline in the gender gap. The 
next section considers the role of diScrimination. ' , , 

The d~ in thI; gender gap came about both bec!!use gender diff'ereIlCeS in measured 
characteristics narrowed; and because the "unexpJained" difference in pay, also fell. Among the 
measured characteristics, the two most important fact0r8 contributing to a narrowing of the 
gtlIlder wage gap between 1970 and 1995 have been improvements in women's relative labor 
Il1.IIlket experience and improvements in their relative occupational status. Changes In unionism 
also benefitted women relative to men, but played a·smaller role. Although substJmtiat, shifts in 
employment 'across industrlesilad-relati:vely-Iittie effiiet mrtiIe geuderipay .gap: futuUiBW 'in Lire' '"'", .~~. , 

'Solberg, Eric and Teresa Laughlin, 1995. "'l11e Gender Pay Gap, Fringe Benefits, and 
Occupational Crowding." IndustriW and Labar Relations Review. Vol 48:4, pp.692-708. 
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returns to skill and increasing wage differences across occupations and industries- particularly in 
the 1980s - dampened women's relative wage gains since women were disproportionately 
represented among the less-skilled. 

The Role of Human Capital 
Human capital, which includes education and labor market experience, "is often viewed as the most 
important determinant of wages. An additional year of schooling is estimated to increase wages by 
5-15 percent.' An additional 25 years of work experience increases wages an estimated 80 
percent.' 

Diffilrences in labor nurket experience between men and women are far greater than differences in 
their educational attainment, But as women have moved into the labor force in large numbers 
over the past 40 years, their average labor force experience has also increased, Large relative 
improvements in women's labor market experience have ~ found to account for a large share 
of the recent decline in the gender gap, Increases in women's relative experience levelS by 
themselves would have reduced the pay gap by about 3,5 percentage points over the 19808, Still, 
gender differences in experience remain an important source of the gender gap, For example, in 
1988, wo~ experience differenCes explained about one-third of the pay gap between men and 
women.' 

The Role of Family Status and Children 
The relationship between famiiy status and pay is different for men and women. While married 
men and those with children typically earn more in the labor market than unmarried men, for 
women the relationship is reversed, Children are associated with lower wages for women and not 
for men, in large part because children ten4, to reduce women's work experience and time with 
their employer. Indeed, there is evidence that JDateI:Dity leave coverage, such as that guaranteed 
under the Family and Medical Leave Act, may raise the pay of women with children relative to 
those without. 10 

'Council of Economic Advisers, 1996, "Promoting Economic GrOwth: Background 
Briefing Paper:" . 

'Freeman, Richard and Lawrence Katz. 1994. "Rising Wage Inequality: The United States 
vs, Other Advanoed Countries," In Richard Freeman, ed, Working Under Different Rules, New 
York: ~ ~age_~oundation. 

"Blau, Francine and Lawrence Kahn, 1997 . .iSwimming Upstream: Trends in the Gender 
Wage Differentia\ in the i980s," Joumal o/Labor Economics 15(1. Part 1): 1-42. . 

IOWaldfogel, op cit. 
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The pay premium for married men, most of whom have children, appears to have shrunk during 
the 1970s and 19805.11 For women, the evidence is less clear. There is evidence that the negative 
effect of children on younger women's wages incressed over the 1980s.1l 

The Role of OccupatioD 
Men and women tend to work in different occupations. And wages differ substantially according 
to the gender composition, of the occupation. In particular, men and women who work in 
predominantly female occupations earn less than comparable workerB in other occupations.ll 
Thus, a substantial share of the gender gap is accounted for by differences in the occupations in 
which men and women work. 

fVure 6. occupalianal DIGIrIbItlan af Employmenl ---. 

operator, and labor) jobs. / 

F"IgUl"e 6 indicates how men and women's 
'occupational status has chang'ed over the past 
two decades. Over time, women have 
increa singly moved into tmditionally male 
occupations. For example, between 1983 and 
1997, the proportion of employed women who 
work in managerial and pl'Ofessional 
occupations inaeased ~om 23 to 32 percent, 
while the proportion of men in these ' 
occupations rose only from 26 to 29 percent. I. 
But women are still much more like1y to work 
in service and clerical jobs than men, while men 

. remain more 1ike1y to be in blue collar (CI'IIft, 

As noted, occupational segregation by gender began to decline noticeably in the 1970~. Changes 
in gender segregation by occupation may be due to integration of formerly male or female 
occupations, or to increases in the to~ 'CIIlployment sWire of occupations that have traditionally 

"B1ackburn, McKinley and Sanders Komunan. 1994. "The Declining Marital Status 
Earnings Differenti.al." JOUTIIllJ of Population Economics 7:247-70. 

UWaldfugel, op. cit. . 

141009 

UJlIau, Francine. 1998'. "1'm1ds !i'i'the Wetf-~clng'6fAlhe\i1ldn Wbmetr;'1!)7(J.o19!w." .. ·· -"---'" ~. 
Journal 01 Economic Literature 36: 112-65. ' 

.. Data begin in 1983 due to a major change· in the oCGUpati'onal classification system . 
implemented in that year. 
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been more integrated. Movement of women into traditionally male occupations was the 
predominate cause of the decrease in occupational segregatioliin the 19708 and 1980s. In the 
1980s, growth of ovenill employment in more integrated occupations was somewhat more 
important than it had been in the 1970s. U Occupational "upgrading" alone in the 1980s would 
have reduced the gender gap by about three percentage points." 

The Role oflndUBtry . 
Differences in wages across induStries are substantial and persistent. For example, wages for 
similar workers are 37 percent higher than average in the petroleum industIy, but about 17 
percent lower than average in retail trade.17 'Recent shifts in employment across industries have 
benefitted women relative to men. Notably, the decline in blue-collar l1I81Ulfucturin jobs (where 
women are under-represented) has increased women's relative pay. 11 However. the overall effects 
of industry shifts on the gender gap have been relativd.y SIl1a1l. 

The Rule of Unions 
Union membership is estimated to boost wages of union members relative to non-union members 
by 10 to 20 percent .'" Men have traditionally been more likely to be union members than women, 
which has helped increase the gender pay gap. The fraction of the worldi:lrce covered by union 
collective bargaining agreements has declined markedly over the past 40 years, and this decline 
has raised women's relative pay.as fewer and fewer men receive union wages. In addition, ·the 
share of unionized workenl who are female increaseilas unions declined less (or even grew) in 
certain public sector and service-related occupations which have a higher sbare of female 
WOrkers.20 But, overall. the decline of unions bas bad a relatively small role in the declining 
gender gap. 

The Role of Changing Returns to Skill 

15BIau, op. cit. 

l'13lau and Kahn, op. cit. 

~010 

l"Krueger, Alan and Lawrence Summers. 1988. "E.fliciency Wages and the Inter-Industry '. 
Wage Structure." Eccmometrica 56(2): 259-93. • 

l"Blau and Kahn, op cit .. 

'" Freeman, Richard and Iames MedofE 1984. What Do Unions Do? New York: Basic 
Books. ------ ..... " .. " .. -._-._-.... -.... . ...... _-.-._.'--' - .. --............. -.. - .. .. 

~Iau and Kahn, op. cit. See also Even, W~ and David Macpherson. 1993. "The 
Decline of Private Sector Unionism and the Gender Wage Gap." Journal of Human Resources 
28(2):279-96. . 
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Trends in the above factors have boosted women's wages relative to men's. However, one major 
trend has worked to widen the gender gap: increases in the pay premium associated with higher 
"skills" (i.e., higher levels of education and labor market experience, and increased pay differences 
across industries and occupations),21 Increases in the retums to ski1ls have served to widen the 
gender gap because female workers ~e to have less labor market experience, on average, 
than male workers. The rising returns to skills slowed women's progress during the 1980s, and 
alone would have Increase4the gender pay gap by about three to four percentage Points,22 

The Role of Policy 
A number (Jf policy developments in the 19608 targeted gender discrimination in the labor market. 
The Equal Pay Ad of 1963 proscribes gender-based pay discrimination among employees within 
the same firm who do the same or substAntially same jobs, Title vn of the 1964 Civil Rights Act 
(and subsequent amendments) prosen'bes employment discrimination on account ofsex in a 
broader set of categories, including hiring, promotion, and other conditions of employment: 
Executive O'rder 11246 (ISSUed'in 1964 and amended in 1967 to include gender) requires 
affirmative action in employment among Federal contnlctOrs. 

Few ,studies have examined the efFects of these policies on the gender pay gap. One difficulty in 
making such an assessment is that these policy changes took place at a time of enormous change 
in gender mles and expectations. Isolating the effects of a single policy change from these 
broader social and economic changes is dif!icu1l One study estimated the effects of aflinnative 
action on hiring by comparing hiring in firms that are Federal contractors to those that are not 
(and therefore not subject to affirmative action provisions).23 Employment of women' increased 
somewhat faster in contractor firms. 

IV. DISCRIMlNATION 

What Is gender dlsubnfnatioD in the labor fo~? 
Gender discrimination may take a variety offorms, from pfactices that reduce the chances that a 

, woman is hired, to differences in pay for men and women who work side by side doing the same 
tasks equally well, There are a variety of theories about exactly how and why WOQ1eQ face 
discrimination in the labor market. An employer may disIike female empIoyees or underestimate 

21BIau, op_ cit. 
"'" * ••• ,...,. • ...- ........... -..." •.. ,_ ..... " .• ' ",.'" ~ . ' ••• " ~"'"'" ... _". , ........ ~ ..... . 

23Slau and Kahn, op. cit .. 

2lJ:.eonard, Jonathan, 1984, "The impact of Affirmative Action on Employment," Jaumal 
,a/Labor EcO/JOmics, October, 2, 439-463. 
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their abilities; customers may dislike female employees or underestimate their abilities; or male co­
workers may resist working with women. These attitudes may not be directed toward all women 
workers, but may only focus on women in higher status occupations. For instance, male 
employees may not object to ~ving women work for them, but may object when women are their 
superiors. In ad~tion, cmployen may engage in what is called "statistical discrimination," 
meaning that they assume an individual woman has the average cbaracteristics of all women. For 
example, bec:ause women on avemge Iulve higher turnover rates than men, an employer may 
assume that a' given female job candidate is more likely to leave the firm than a similar male 
candidate. Statistical discrimination, \ike other fontlS of ~tion, is illegal. An employer is 
required to base hiring or pay decisions on specific information about an individual, not on . 
presumptions based on gender alone. 

The unexplained portion of the gender gap 
Although the gender gap has narrowed since the late 1970s, at 2S percent it is still substantial (see 
figure 2). And as late as the i980s, the eWe of the most reCent detailed longitudinal study. a 
gender pay di1l"erential of about 12 perCent rcinained unexplained even after adjustments for 
gender diIl'erences in education, labor market experience, broad occupanonal and indllStrial 
distributions, and union status. This unexplained differential declined by half over the 1980s. 
This alone would have reduced the gender gap by about 10 percentage points.'" 

The unexplained portion of the pay gap is often interpreted·as the iesult of discrimination~ In this 
view, once differences between men and women in the relevant determinants of wages are taken 
into account, any remaining difference in pay must be due to discrimination. But tbis explanation 
may be too simplistic. To the extent that discrimination affects women·s educational, job and 
faniiIy choices, the "unexplained differential" will un4erstate the true effect of discrimination. 
And. to the extent that we cannot adequately measure all the determinants ofwages on our data 
sets, there may be significant "unmeasured" Iahor market sId11s th8t differ between men and 
women. For instance, ifwomen's labor market experience is less-likely to .be continuous (for 
example, due to childbearing), thenjuSt controlling for years ofwodc may not fWly control for the 
differential et;fects of eKperience on male and fem¢.e wages.21 In this case, the "unexplained 
differential .. will overstate- the true effect -of discrimination because it includes the effect of - . 

~012 

. relevant unmeasured f8.ct0rs that influence the relative productivity of male and female employees. '. 

. .......... .. 

- . . 
The decline in the unexplained portion of the pay gap over the 19808 could-either be due to a 
relative improvement in women's unmeasUred labor m.adc:et skills or a decline in discrimination. 
Both expWriations ate plausible. Women's unmeasured skills may have improved relative to 

... , .. '''' ........ -................... -~,.--.. - ...................... _. -. -.' .... ",,' .. 
~lau and Kahn, op. cit. 

150'Neill, Iune and Solomon Polachek, 1993. "Why the Gender Gap in Wages Narrowed 
in the 19808," Juumal of Labor Ewnomlcs Jan, 11(1) pt 1 pp.20S·28. 
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men's over the 19805. (Fodnstance, women have entered elite private univen>ities·· typically 
closed to women before the mid-1970s - at an increasing rate in recem decades, perhaps 
iner-easing the quality of their schooling.) But reductions in discrimina.tion may also have played a 
role in reducing the "Ul1elqllained" difference between men's and women's wages. For elWIlple, 
as women increased their commitment to the labor foree and improved their job skills, statistical 
discrimination against them may have diminished. In addition, reduced dis~on could also 
conuibute to the decline in the explained portion of the pay gap if earlier anti-discrimination 
e1fons encouraged women to invest more in labor Dl8rk:et slcills and move into traditionally male 
occupations. . 

Studies of gender pay discrimination 
Gender pay disaimination is said to OCCUC when male and female workers receive different pay for 
"substantia1ly equal" work.~ A. small but growing area of research attempts to collect direct 
evidence on gender pay discrimination in the labor market in two ways. While none of these 
studies alone is definiti\fe, taken together they present compelling evidence of the contfu.ued 
existence of gender discrimination in the labor market. 

First, a haQd6d of studies have examjned whether female workers earn less than comp3lllble male 
workers within the sani.e establishments and narrow occupations. Although evidence is mixed, . 
some studies find &ubstantial pay differences between men and women working in the same 
narrow occupations and establishments. One recent and thorough study of this kind takes 
advantage of a unique data set that matches workers in the 1990 Census to infurmation on the 
establishments in which they work, collected in the US Census'Bureau Standard Statistical 
Establishment List Unlike previous studies of this type, the data include workers from all sectors 
of the economy. The study decomposes the gender gap into a part that is the result of the 
concentration of women in particular occupations, industries, establislunents, and 'Jobs" (an 
occupation within an establislunent), and a portion due to differences in pay between men and 
women working in industries, occupations, establishment and jobs' with a similar percentage of 
female workers. The. authors find that a substantial portion-at least one quarter-ofthe pay gap 
is the result of differences in pay between men and women working in similar jobs and 

. ~e Equal Pay Act says no covered employer should discriminate "betwejlll employees 
on the basis of 5elt by paying wages to employees in su~ an establIshment at a tate less than the 
rate at which he PaYs wages to employees of the opposite SEllt in.sucll establishments for equal. 
work on jobs the performance ofwhicb requires eqtiaJ. skill., effurt, and responsibility ... " Title 29, 
Code ofFederul ReguIations, Part 1620; cited in Bayard, Kimberly, Iudith HeUerstein, David 

I4J 013 

NeumJIIk, and Kenneth Troske "New Evidence on' Se&Segr.egatiQR.~Sex; DifH ia~eR in "Jages -~--­
from Matched Employee-Employer Data. n Paper prepared for the US Bureau of the Census' 
International Symposium on Linked Employer·Employee Data, Washington DC, April, 
See also ME. Gold. 1993. An Introduction to the Law of Employment Discrimination, n.R. 
BuUetin 68; Ithaca, NY: TI.RPress) cited inBayarci elm. . 
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establishments.27 

Second. an even smaller set of studies attempts to measure productivity of female and male 
workers directly to determine whether gender pay differences can be directly linked to 
productivity differences. This approach is rarely implemented because it requires infonnation on 
wages and a reliable (and non-gender-biased) measure of productivity such as p~sica1 output per 
hour or sales. The few studies.oftrus sort suggest that pay differences between comparable 
women and men are too large to be explained by productivity differences. For example, one 
recent .studY of a large linked employer-employee data set concluded ~ "at the margin" women 
were 85 to 96 percent as productive as men, but were paid only 65 to 70 percent as much as 
men.21 

Finally, studies of discrimination in hiring offer additional, albeit indirect evidence related to the 
gender pay gap. For example, the introduction of "screens" to conceal the identity of candidates ' 
'fromjuries in auditions for a symphony orchestra markedly increased female musicians" chances 
of success in such competitions and raised the odds of being hired." Audit studies-in which male 
and female candidates submit essentially identical re~es to employers-revea110wet interview 
and hiring rates among women. For example, femaie applicants were less likely than their 
matched male counterparts to be interviewed or hired as wait-stafE'in high-price restaunmts (this 
was not true in low-price restaurants).'· Since earnings tend to be higher in high-price 
restaurants, this difference in hiring could contnoute to gender differences in pay. 

V. CONCLUSION 

There is both good news and bad news with regard to gender pay differences. The bad news is 
that there remains a significant differential between women and men's pay. On average, women 
earn about 75 percent ofwiult men earn. Even after controlling for differences in skills and job 
characteristics, women still earn less than men. While there are a variety of interpretations of this 

2'1 Bayard et aI., op cit 

'"HeUerstein, Judith, Davi~ Neumark, and Kenneth Troske. 1996. Wages, Productivity 
and Worker Characteristics. National Bureau of Economic Research Working Paper 5626. June. 

29 Goldin, Claudia and Ceci1ia Rouse. 1997. Orchestrating bnpartiality: The Impact of 
"Blind" Auditions on F~-National-~omi«rltesecnch WoIldJig PliPet 
No. 5903. Januaty. ' 

"'Neurnark, David, Roy Bank and Kyle Van Non. 1996. Sex Discrimination in Restaurant 
Hiring: An Audit Study. Quarte,./y Joumol of /icQnomics, August. 
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remaining "unexplained" differential, its persistence is consistent with a view that gender wage 
discrimination continues to be present in the labor market. This interpretation is buttressed by. 
other more direct studies of pay discrimination, which also show continuing male/female 
differences in pay that are not explained by productivity or job differences. 

The good news is that these diff'erenceshave decreased in receiu de(;lldes. This is true not only 
for the "raw" gap in average female/male pay, which has decreased from about "40 percent to 
about 2S percent over the past two decades, but it is also true for the "unexplained" difference in 
fetrude/male pay once factors that affect pay are controlled for. The "unexplained" differential has 
been shrinking, along with the overall pay gap. This suggestS both that women's skills andjob 
choices are becoming more simUar to those ofmeD, and that discrimination may be lessening as 
well. • 

12 
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Letter froID the S«retary 

Thirty-five years ago, President John F. Kennedy signed historic, landmark legislation to 
guarantee equal pay for women and IDen who held the same job. The Equal Pay Act changed the 
legal landscape for working women and laid a finn foundation for the beginning of their 
unprecedented movement into the paid labor Corce. 

At the signing ceremony for the Equal Pay Act on June 10, 1963, special recognition was given to 
women's leaders, Members of Congress, and government officials, such as Business and 
Professional Women President Dr. Minnie Miles, National Council of Negro Women President 
Dr. Dorothy Height, Congresswomen Edith Green and Edna Kelly and Assistant Secretllly of 
Labor Esther Peterson, who were lauded for their leadership and vision. 

These leaders understood that the Equal Pay As;t was necessary - not just Cor the IDany women 
who were already holding down jobs essentia1 to their well-being and that of their tiunilies - but 
for the next generation of women seeking to expand their horizons beyond the familiar sphere of 
fiImily and conununity volunteer work. They were visionaries who understood the dignity of 
wolk and the moral imperative of equal pay. They blazed a trail for a new generation of women. 
Women who wou1d come of age in a world where social custOJDS, workplace trends, and 
occupations, would be vastly different from·those in 1963. 

The Equal Pay Act is as relevant today as it was on the clay it was signed. The law provides a 
critica1 foundation for wOlDen seeking greater opportunities in the workplace and a paycheck free 
from stereotypes about the value of women's work. 

The women who share their 35th birthday with the Equal Pay ACt need and depend on the law as 
much as their JDOthers did in 1963. Although they have benefited from a generation of 
phenomenal progress for working women, there is still a wage gap - full time working women 
between the ages of25 and 35 eam only 83 per=t of the weekly earnings ofmen their age. 

This generation of WOJDen bas invested greatly in education, returned quickly to the labOr force 
after child birth, held more fbIl time jobs IDchougbt more nontraditional jobs than any in our 
nation', history. Their men: prcs=ce in the labor forc:e has transftmnecI our work c:ulture, 
apuaed DeW iudnsuies, aDd hdbsed the IIIlion'sleboc force with a ready IUpply of educated and 
skilled workera .. h is difficuh to Imagine. our nation'. economy without them. . 

~006 

. . . . . " . " " .:. . .. '.'.. . _.' ~ .-" , '., ~ -" .'~ ' . 
. 'IheBqualP~Actbasliwd .to,the ·tomiseardcidiiiec.l~~tho: . ',EstbtrPeterii&:vmen,s11e " . 
... ..:.4 ;_1:'.-'·· .. ·~·,····.·,!-'atl·.·· "'~" 'bii~ri:i'ltifci&\1s"~~~''''"''i1fi ',·",,,,w',··;'v ~.·b· , .... ,". '{' .. 
IMIMIt .PJARM.',Oa.,.OUf " ,..egJL-:-~ .to~· .. ~ .. :.: . - f;--_~ ..• ,~~.)~~~~P!"_I_,'a,{:!z~:\IL:-.,.~. ~.~ .. ,;:-;t" 
resistance md attack Yet in rewspect,we can ICC tb8t tbesc JaWswi1l ii:rve the CailseOf .' ." 
freedOIlL W11hOut them our nation would DOt be so strong or reSpec:ted." 

During an 18 year long effort to enact the legislation into law, the Equal Pay Act weatheled 
int=lSe criticism that the test of time has proven unfounded. The Jaw is a basic foundation for 
wOlDen's economic empowerment that has served as a path for our progress and a model for 
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other nations. 

In the early 1960s,there were many who resisted the Equal Pay Act, and there are many today 
who question the motivation of those who seek to expand this law. In fact, the arguments against 
our progress today are fiighteningly similar to those raised in the past. 

There are three fundamental reasons why equal pay is in America's best interests. 

First, this is a family issue. Today, nearly three out of four women with children work. In many 
cases, women are the sole breadwinners. When women aren't paid equally, the whole family 
pays. Second, it's good busineas sense. Women make America work. They comprise nearly half 
of our worlcfo~. Equal pay is essential to attracting good workers and keeping America 
competitive in this global economy. Finally, this is a kitchen table economic issue. Working 
women pay the same for goods and services - and should be paid the same for their work in 
producing goods and services. 

This report presents a look at where we have come from, where we are today and where we need 
to go tomorrow to build on our commitment to equal pay and to continue to reap its benefits. We 
can make no greater investment in our future than valuing and rewarding all of our workers 
equally, regardless of our gender, race or other noiUna.terial di1ferences. Our challenge is to keep . 
worldng for equal pay until every American can say they work for equal pay. 

Alexis M. Herman 
Secretary of Labor 
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An IntroductioJl From the Women's Bureau Director 

It is my plea.sure to present LpuU Pay: A Tllirty-Five rea, Perspective for the thirty-fifth 
anniversary of the Equal Pay Act. This report is a historical analysis of tile economic trends 
affecting women workers from the years leading up to Equal Pay Act passage through the 
present. It is divided into three time periods to highlight important developments: Part 1. The 
Early Impact of the Equal Pay Act: 1960-1975; Part n. Making Their Place in the Work Force: 
1975-1985; and Part m. Moving Forward - Making a Difference: 1985-1997. Wrthin each time 
frame, the report provides data on women's labor force participation, leading occupations and 
educational attainment. When available, it also includes data on w&.ges, issues particular to 
women of color and other important trends. 

In some cases, in order to frame an important issue or trend, the report presents statistics outside 
of the section in which readers would elCpect them. The conclusion, Part IV. Issues to Watch in 
the New Cennuy, sums up these patterns and discusses trends to watch for in the future. 

The report makes clear that the Equal Pay Act laid the foundation for massive changes not only in 
women's pay but in patterns of work and the nature ofwotk itself Working women were 
affected by these changes and they, themselves, were the agents of change. 

When President Kennedy signed the Equal Pay Act, 35 years ago, the wage gap stood at S9 
pe=!Ilt. Women earned S9 cents, on average, for every dollar earned by men. Job 
advertisements in newspapers nationwide listed separate openings - with separate pay scales -
for women and men doing the eXact same jobs. And women wen: explicitly discouraged from 
applying for wany jobs, which fell only' under the category "Help Wanted _ Male. n 

.. 
Today, women cam 74 cents for every dollar men earn, on avenge. The gender-segregated 
neWspaper ads, with their separate' pay scales for men and women, are long gone. Equal Pay AI;t 
enforcement bas ensured that employers understand the law, and working women understand 
their rights. 

The Women's Bureau is proud of the role of former Director Esther Peterson and the Women's 
Bureau Directora before her who fought tirelessly for this major mUestone. We will continue to 
serve as a 'VOice for working women aDd a partner with business, government and labor to fUrther 
women'. eeollOlllic opPOltUllhy and aec:urit.y. This abouId be a goal for an ofus. As FIlSt Lady 
BilIaJylWbam C1intolllaid at the Fourth World Confereoce·on Women inBeijiDg, Cbina, 

. !'When women flOurish, COIlIIDUDities tkjiTdsb lDdb1isin"a~eiflOurlah." 
" :~'~I.:~ " . :. .". '" !~ {,('., ,". '.,~~ ~::,'~': ;.~-; • f.· :,' :r1~~.,: .·Y:.~ <~~~:": ':':,?~.::.~.;\ .;' -:: ',~~,~~ ... 

IdaL.Cutro 
Acting Director 

. , 

Ii!I 008 



08~03/98 .. WED 19: 35 FAX 202 219 3904 WOMENS BUREAU DIP 

PartL The Early Impact of the Equal!'ay Aet: 196IJ..1975 

Passage of the Equal ray Act Establishes A Critical Threshold fol' WOl'king Women 

For two years before the ~ua1 Pay Aa passed Congress, Assistant Secretary of Labor and 
Director of the Women's Bureau, Esther Peterson, traveled throughout the nation sharing 
poignant and passionate stories ofwomen she had met throughout the nation who desperately 
needed this legislation. "I see the unequal pay problem not only nationally and economically, but I 
see it as reflected in the lives of women VlrQrkers I have met throughout the country. I have seen 
its sharp and painful thrust in factories in which women and men stand side by side doing the same 
work but receiving different pay, "\ 

The Equal Pay Act set a basic labor standard that reversed the historical practice of paying 
women less than men for their work. Under the new law, employers could no longer pay women 
lower wages than men for doing essentially the same job, unless they could show that the wage 
differential was clearly based on seniority, merit, the quality or quantity of work or another factor 
other than sex:. 

Passage of the ~ua1 Pay Act fumly supported women's economic rights, and improved earnings 
of those women who worked with men in a range of occupations, It was later expanded to cover 
employees in executive, administrative, professional and outside sales jobs, 

' .. ,- : ~ '" I, 
,', .. '': .;-
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In 1963, stereotypeS about the appropriate role for women - particularly married women with 
children - made it extraordinarily difficult for women to obtain the types of jobs that men held. 
Women were discouraged from seeking education and training for fields such as medicine, law 
and business and r~cted from apprenticeships for skilled trades. In 1963, the average full time 
working woman earned only 59 percent of the wages of the average working man. (See Figure 1. 
Supporting data in Appendix B: Table 1.) 

Increases in Women', Labor Force Participation and Education 

After the law was passed, women's labor force participation rate (the combined percentage of 
women holding jobs and those looking for work) continued to increase while growing numbers of 
women sought to continue their education. Women's labor force participation rate rose from 
37.7 percent in 1960 to 46.3 percent in 1975. (See AppendilC A; Table l.) The number of 
women in the labor forceincrea.sed from 23.2 million in 1960 to 37.5 million in 1975 - a 61.3 
percent increase.' (See Figure 3a. Supporting data in Appendix B: Table 3a.) 

The expansion of the female labor force in the 19608 and 1970s largely reflected the entry of 
married women into the labor force, especially those with children. In 1960, only a quarter of 
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married women with children worked or were looking for work. By 1975, 44.9 percent of 
married mothers were in the labor force. (See 'Appendix A: Table l.) 

The numbers ofwornen graduating from college or graduate school grew as well. In 1960, 35.3 
percent of all bachelor's and first professional degrees were awarded to women. By 1975,45.3 
percent of all bachelor's degrees went to women. (See Appendix A: Table 2.) 

Women Remain Employed iII Traditional Women's Occupations 

Between 1960 and 1972, the top ten occupations held by women were in areas employing few 
male workers. (See Table 1.) In 1965, nearly two-thirds of women were employed in clerica1, 
service or sales positions. Thirteen percent of women held professional and technical jobs, yet 
even these were likely to be traditional women's jobs, such as teachers or nurses. l 

While women's participation in the paid labor foree incceased steadily from 1960 to 1975, the mix 
of occupations that women were employed in did not change significantly. By 1975, private 
household worker was no longer the number one oceupation of women, but it was still among the 
top four jobs, trailing secretaries, retail trade sales clerks and bookkeepers on thC top jobs list. 
Elementary school teachers ranked as the fifth most likely job for women, slipping below 
bookkeepers. 

In 1975, the only two occupations to fiill from the top tenjobs occupations list were 
sewers/stitchers and cooks. They were replaced by two other predominantly female jobs, waiters 
and nursing aides!orderlies! attendants. The decline of sewers/stitchers and the inccease of waiters 
and nursing aides!orderlies!attendants were reflectors of the emergence of the service sector and 
the decline of the manufilcturing sector. (See Table 1.) 

Women who did work in the nontraditional occupations - those employing fewer than 2.S percent 
women - mainly worked on tlums, as janitors or in retail sales. (See Table 2.) 

/. 
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TABLEL 10 LEADING OCCUPATIONS FOR WOMEN, 1960-1980 

.l..2® .l.!m 1m. l2.aQ 

Private household workers 1 3 4 8 
Secretaries 2 1 1 1 
Retail trade, sales clerks 3 2 2 3 
Elementary school teachers 4 S 5 7 
Bookkeepers 5 4 3 2 
Waiters 6 6 6 5 
Nurses, professional (RNs) 7 10 9 6 
Sewers and stitchers, manufiu:turing 8 8 
Typists 9 7 g 9 
Cashiers 10 9 7 4 
Nursing aides, orderlies, and attendants 10 10 

_Dopa , aC~_aC ... c-..; us. C:-~"'" 1960, Vol 1 ""'_alAb.II'GGta{rMu.ruulSI<"u: JP6J, Tobie 
3OS-DoIIiIed o"",rperi ... aCEa!pIayed_ by Sox: 196O, pp,232,216 endU's, Depr _aCLabo<. _aCLaIoar~L4I101'F""" 
Skti.IIC1DomMfr- dwc-l'GpI</4rIOff .so".,y.ADdr ~..,.". y..a-J, TobiaS:»- Eq>loyal P ...... by DoIaiIodO=-rpe'ion. SClt, "'" II-. 
19'1241, pp. 65U67, 
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TABLE 1. LEADING NONTRADmONAL OCCUPATIONS FOR WOMEN. 1960-1980 

Numbers in Thousands 

Ocaipation 1960 

Farmers, managers, and tenant fanner 1 
Fann laborers, wage workers 2 
Accountants and auditors 3 
Janitors and sextons 4 
Buyers and department heads, stores 5 
Stock clerks and storekeepers 6 
Salesmen&sa1es clerks, manufacturing 7 
Real estate agents and brokers 8 
Managers, food and dairy stores 9 
Postal clerks 10 
Nonfarmlaborecs - stock handlers 
Transport equipment operatives 
Bank officials and financial managers 
Buyers and purchasing agents 
Engineering and science technicians 
Computer apecialist 
Shipping and receiving clerics 
Protective semce 
Physicians, dentists, and re1ated practitioners 
Sales workers, except clerks, retail trade 

1972 

7 
3 
1 
4 

6 

5 
4 
8 
9 
10 

1975 

8 
5 
1 
3 

4 
2 
6 

7 
9 
10 

1980 

5 
6 

2 

3 
1 

4 
8 

7 
9 
10 
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Womenof.Colorla tbelAborl'on:e . 

. ,uiitii·~~1ti~01~·~ ~:pani~kJ1l;~io~:WbitC,w_'atarted ~·rapidlYi· ' .. 
bladcwomcniWfmuch~~nndesilWi~~i"JIi.::l964.a*¥roportionOf / 
non-white than white women ~ in the labor force, mOst strikingly among the 15 to 34 ,ear a&e 
group,amaua which 53 percell1 of non-white women, but only 35 percent ofwhite women held jobs. 
Data for wages by race and geoder were not reel during this time. 4 

5 



_ 0610.3/98 WE1L!9: 37 FAX 202 219 3904 WOIl!ENS BUREAU DIP 

TItle vn of the CMl Rights AI:.t of 1964, which prohibited discriminatioD in employment on the basis 
of ~ and gender, was generally atknowledged to be more significant in furthering employment 
opportunities for womeD of color. Under Title vn. employers were problbited from discriminating in 
hiring, promotion and wages. 

Enforcement and Expansion of the Equal Pay Act 

In the early 19705 there were a number of court cases and administrative actions that increased the 
effectiveness of the Equal Pay Act. A case that was decided in 1970, Schultz v. Wheaton Glass Co., 
421 F.ld 259 (3rdCir. 1970), affirmed that the Equal Pay Act was "intended as a broad chartec of 
women's rights in the economiciield." and that it sought to "overcome the ago-old belief in women's 
inferiority and to eIimiDatc the depressing effect on living standards of reduced wages for female 
workers and the economic and social coll8e((Uences which flow from it." 

~014 

This case clarified for the first time that jobs need only be "substantially equlll" not "identical" to fall 
uilder the protection of the Equal Pay Act This equal work standard strengthened the law by ensuring 
that employers could not simply change the job titles for women and men perfonning basically the 
same jobs to justifY a pay differential. 

Four years later, the court further c:Iari1ied that employers could not justify lower pay for women 
through a defense that the "going market rate" for women's labor was Iow-er than men's, or that 
employing women at different times of the day than men for the same jobs entitled the employer to pay 
lower wages to women. In Coming Glass Works v. Brennan, 417 US 188 (1974), the Supreme court 
held a wsge dift"eremial arising "simply because men would not work at the low rates paid women" 
was illegal under the Equal Pay Act. (See Table 3.) 

" .. 
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TABLE 3. IMPORTANT FEDERAL COURT CASES RELATED 
TO TBE EQUAL PAY ACT OF 1963 

Court Cases hlue Siguificance 

Schultz v. Wheaton Whether a defendant bears The Third Federal Circuit Court held 
Glass Co., 421 F.2d the burden of proving an that once a plaintiff has clearly 
259 (3rd Cir. 1970), alleged "factor other than proven a prima facie case under the 
curt. denied 398 U.S. sex'" defense when the Equal Pay Act, the burden shifts to 
90S. plaintiff has established a the defendant to establish hislher-

prima facie case under the defense. Most notably, this case 
Equal Pay Act. clarified that jobs need only be 

"substantially equal" and not 
"identical" to f.a1l under the analysis 
and protection of the AI;t. 

Coming Gloss Works Whether the Coming Glass The Supreme Court held that the 
v. Bre1l1lD11, 417 Company had violated the Equal Pay AI;t had been violated. 
U.S.188 (1974) Equal Pay Act when it paid a The Court completely rejected the 

higher wage rate to male "Market Rate" defense used by 
night shift inspeaors than it businesses as a "factor other than 
paid to female inspectors SJ:JC' exception to the AI;t's 
performing the same tasks as applicability. This defense 
the clay shift. traditionally espoused that males 

were paid higher wages hecan 5e they 
would not work at the rates paid to 
women. 

Lo.r.4ngelesDept Of Whether the existence or The Supreme Court detenninecl that 
Water &: Power v. noDeXistence of there was pay discriminatiOJi. The 
Mmrhart, 435 U.S. "disc:dmiDation" is to be Court stated that the " ..• buic poIiey 
702(1978) determined by a comparison o£the statute equires '" [al focus on 

of c:lw dwac:tedstics or flIlmess to the individual rather than 
Indivi4ual cbuac:teristics tq .•. d8SS~." 

7 
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County o/Washington Whether section 703(h) of Although this case did not require a 
v. Gfmther, 452 U.S. Title vn of the Civil Rights ruling as to whether the Equal Pay 
161 (1981) Aa of 1964 restricts Title At;t bad been violated, the Supreme 

VU's prohibition of sex-based Court clarified that issues of wage 
wage discrimination to claims differentials can be brought under 
of equal pay for equal work. T'rtle vn without having to show the 

"Equal Pay for Equal Work" 
standards undec the Equal Pay Act. 

Between June 1964 and January 1971, under the Equal Pay Act, the Department ofL8bor found 
underpayments amounting to over 526 million due to nearly 71,000 employees, almost all of them 
women. The Department filed over 200 lawsuits, about 75 percent ofwbich were decided or settled, 
most of them favorably.' (See Appendix A:. Table3.) At that time the Equal Pay Act covered most 
employees who worked in manufacturing, processing, and distributing establishments; in telephone, 
telegraph, radio, television, and transpOrtation industries; in banks, ~ companies, and 
advertising agencies; in laundries and dry cleaning establishments; most hospitals and nursing homes; 
and most schools (both public and private); in the larger hotels motels, restaurants; and other retail imd 
service establishments.' .. 

The following year, the law was broadened to cover executive, administrative, professional and 
outside sales employees by the Education Amendments Act of 1972. Ii1. 1974 it extended equal pay 
protections tUrther to public sector workers in the states and their poUtic:a1 subdivisions by the 
Extension of Equal Pay Act. 

The extension of the law brought needed protections to millions of additional women. For instance, 
in the 1atter part of 1971, a yau.os woman professor at a small private college inquired at the Wage and 
HDur Division about a possible equal pay violation. She had recmtly discovered that the college hired 
male professors in her departmatt at an anmla1 salary ofS13,OOO. The woman, who had been with the 
school for a year, was eamlns S8,500. The case presented by this employee was undeniably more 
clear cut than most sihlatjonl the Division investigated under the rtahlte. Rowever, at that time, 
coUege profeasors and other professioaal employees were not protected by the Equal Pay As;;t,' 

With the expansioD, by 1975, total underpaymeat.l to employees 1JDde£ the Al;t reached more than 
Sl2S million aff'ec1ina nearly • quarter of a mDIiM workas.· . . 

8 
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Part n. Making Their Place In the Work Force: 1975-1985 

Rise of Women in the Labor 
Force ContinueI, With Slow 
Movement Into . 
Nontraditional Occupations 

During the ten-year period 
between 1975 and 1985, 
women's labor force 
participation and education 
continued to inc:rease. Also, this 
period marked the beginning of 
women's mClVlllllCll1 into more 
nontraditional jobs. 

The increase in the number of 
married mothers in the labor 

labor force participation rate of women by age, 1950-1990 
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participation rates of women 
over their life span began to 

resemble the pattern of men's -
it DO longer dipped down in the 
mid-w-eer yean, as it bad 
previously when many women 
lett the paid labor im:e to care 
fortiunily. (SeeFagures 2 aDd 3. 
Supporting data in Appendix B: 
Tables 2 and 3.) 
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(n.e.c.). This job trailed seccetaries as the second most likely occupation for women. (See Table 4.) 

TABLE 4. 10 LEADING OCCUPATIONS FOR WOMEN· 
WITH MEDIAN WEEKLY EARNINGS OF WOMEN AND MEN, 1985-1997 

OceupatigDS 

Median Weekly Earnings, Total 

Secretaries 
Managers and administrators, n.e.c. 
Bookkeepers, accountinglaudlting clerks 
Cashiers 
Registered nurses 
Waiters and waitresses 
Elemental}" school teachers 
Nursing aides, orderlies, and attendants 
Sales workers, other commodities 
Sales supervisors and proprietors 
Typists 

Occupations 

Median Weekly Earnings, Total 

Secretaries 
Managers and admjnistn\tOn. n:.e.c. 
Bookkeepen, ~auditing clerks 
Cashiers 
:Registered IIUrBeS 

Walters II!Id waitresses 
ElClJ!entary sd1oo1 teachers 
N~.aides, onledies,1I!Id etfendantp 

'.;:~~~9ibia.;Oiher;CO~ .. ," 
"~(~r8'1Dd prCipDetOlI 

• 

Women 
lID 

S277 

I-S279 
2-S363 
2-$267 
3·S172 
4-$431 
5-5159 
6-$403 
7-S199 
8-S179 
9-S276 
IO-S259 

Women 

.lW. 

$406 

1-$406 
3-$S95 
6-$382 
2·$233 
4-$693 
9-$258 
8-$627 
7-$275 
.1~70· 
5:-5389'" 

~-""' ___ """Io ...... so.aoo. 1Iada_ ......... IIJ-
a.e.o.. - ... ebca. t 1ft-' 

Medjan Weekly Eamings 
Men Women 
l28.i 1m 

S406 

5501 
5331 
S209 
$492 
5236 
$468 
S234 
5272 
5438 

-

S348 

I-S343 
2-54S3 
4-5335 
3-S210 
5-$608 
9-5194 
8·5513 
7-5248 
10-$225 
6-S327 

Median Weeldy HamiDi:; 
Men Women 
l22.S. .l.221 

5SS7 5431 

- 1-S409 
S912 3-$658 
S445 7-5418 
$256 2-$248 
5715 4-5705 
5314 U268 
5713 8-$655 
5331 7-$296 . ~. 

$317 10-$280 
~ """, "-

S591 5--$438 

_ U.s. D 4'" "lair, .... "lair 1IIIiItiaI;~"""' .. "'E4mIIrr"~ 1916, 1"1. 1!1!I6,...s tm. 
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Men 
l22.Q 

$485 

S769 
S391 
5242 
5616 
$266 
5575 
S284 
S314 
SS09 

S579 

-
S934 
$446 
$269 
5778 
5328 
5719 

':'5341 
;;53~( 

'''~s6i9 '. ' .. . ~ ' ..• 
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The appearance ofmanagersladministrators among the top four women's o<:Qlpations ret1ected a 
number of new trends, including the increased education and work experience of women and the 
growing "ofliee economy," which demanded new workers with management, administrative and 
computer skills in government and the service sectors. p 

IaI 019 

The introduction of electronic typewriters and person81 computers also had a tremendous impact on 
women's jobs during this time frame. In 1975, computers were not common office equipment. By 
1985, desktop computers emerged as a popular tool for word processing, data analysis and internal 
communication. This advance in technology revolutioni2:ed clerical, administrative, managerial and 
professional jobs. The advance of the computer has had particular impact onjobs for women, over 
one quarter of whom held administrative and clerical positions during this time period. The number of 
typists jobs started to decline in the mid 19701, a pattern which continued throughout the 1980s. By 
1985, typists had dropped to number ten on the list of top ten jobs of employed women. By 1990, 

typists had CODIpIelely dropped' off tho top ten list. 
" ~ .. , ,....; . 

Wage, Gap Namnn 

As the 1980s began, the wage gap, which had been fBidy constant for nearly two decades; began to 
1IlUI'OW. The wage ratio between men'. and wo~'. earnings decreased from 56.6 perceo% in 1973 to 

11 
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60.2 percent in 1980 and 64.6 percent by 1985. (See Figure 1.) 

In 1973, both men and women had experienced a peak in their real earnings, and both felt the effec:ts 
of a subsequent recession in their paychecks. While women were able to regain ground and increase 
their earnings, men's earnings have still not fu1ly reached their 1913 heights. Real earnings for women 
slowly increased between 1973 and 1985 by almost 2 percent, while real earnings for men declined by 
10.7 percent. The changes in the wage ratio during theseearlyyears reflect both the slow steady climb 
of women's earnings and the decline in men's earnings. 

Wbile women entered more nontraditional, .higher paying occupations, they were still unlikely to earn 
the same wages as men holding those same jobs. For instance, in 1985, women comprised 29 percent 
of all workers in the category "managers and administrators n.e.c .... yet their wages were only $363 
per week, 72 percent of the $501 that men in the same occupation earned. (See Table 4.) 

Employment by Race 

White, black and Hispanic women all experienced significant employment growth during the decade of 
the eighties. In 1919, the Department of Labor, Bureau of Labor Statistics began reporting weekly 
wages for black men and women. It showed that black women, _ho represented the lsrgest female 
minority group, earned 7.9 percent less than their female white counterparts, and 25.6 percent less 
than black men. 

Over the next ten years, earnings for white women were greater than for black women, particularly in 
comparison to black mea. In 1985, white women earned just 7.8 percent less than black men. while 
black women earned 17.3 peccent less than black men. This trend continued until 1991, when white 
womenreaclled parity with black men, while b1ackwomen were still"eaming 13.8 percent less than 

" 

. ,. 

12 



__ 06/03/98 WED 19:39 FAX 202 219 3904 WOMENS BUREAU DIP 

-1, _________ E_a_m_m_g_S_O_f_p_e~ __ on_s_a_g_e_2_~_54 __________ ~I 
_ 1918-1987 _ 

~ --------------------------------------------------------, 

~ ---. • --II • • ... • • • • CID • • • • • • • .... 

I ~ • * ~ :::::: i ; 0-=:_ • 3al 1 1 1 ~. ;:; :-: : .--.. ~ . ~: , =--:-:a i • • : • i • • • • 6 :6: 6: 6 Is; 6 6~ 
ZXI 6 ... 6 

w 
> 

~ 1~ 
I 

D 
1m 111UO 19a1 11112 1l1li3 1G94 1Q8G 1_ '\Q87 tQII8 111811 1\jQQ 1l1li1 11l11Z ,_ 1II1I'I ,_ ,_ 1l1li7 

Figure 4 

black men. (See FIgUre 4. Supporting data is in Appendix B: Table 4.) 

Growth in Educational Attainment 

Another significant trenc1 during this time 1iame was the growth in women's educational attainment. 
In 1975, women were earning 45 percent of all bacheIor'. and mAster'. clesr=s - by 1985 they were 
eamiDg fUlly half of those degrees. Growth was ewn more dramatic in the attainment offimt 
professional degrees, whlch doubled betwecal975 IIIId 1980, fi:om 12 percem to 2S petcCDt, and 
CQntiDlledto ioar to 33 percent by 1985. (See Appendix A:. Table 2.) 

- .• l ••• ~ ..... ' •• ' ',' ~~I ,-~ •• ,:~,.~.' .",., : .. "" ~.J.:._ .... ... _". "'.".' 

1'be~~i~s'~ ~~~;.~'~;PGw~-~~~;tiff;ijd~,~,wo~!a '_.' . 
organ;zeti'lBS and others wbo mcmltored women', economic progi"ess. The Women?s Bureau's 1975 
Handbook on Women Workers published data ahowing that women with conege degrees still' eemed 
less than the average man with only a hish stbool diploma, suggesting that the occupations WtIII1CI1 

beId ~ ·atillnot compensated for the skills and edUcatiOD that women brought to their work. For 

13 

1ilJ021 



O!LQ1!98 WED 19:40 FAX 202 219 3904 woKENS BUREAU DIP 

instance, in 1979, men with just a high school education earned 8.4 percent more than women with 
five or more years of college education. Compared to men with similar levels of college education, 
the women earned 54.9 percent as much. 10 

Enforcemeot blua 

~022 

In 1979, a number of important administrative and strategic efforts were 1aunched to strengthen 
enforcement of the Equal Pay Act and improve women'. pay. FlI"St, on July 1, 1979, all functions 
related to enforcing or administering the Equal Pay Act were transferred from the U. S. Department of 
Labor and the Civil Service Commission to the U.S. Equal Employment Opportunity Commission 
(EEOC) pursuant to ReorganizationPIan No.1 of 1978. BetWeen July and September 1979, the 
EEOC resolved 350 Equal Pay complaints.l1 (See Appendix A: Equal Pay Chronology) 

Second, in 1981, the Supreme Court c1arified in County a/Washington v. Gunther, 452 U.S. 621 
(1981), that Title vn of the Civil Rights Act was IIOt limited by the equal work standard found in the 
Equal Pay Act. However, this decision did not Jay out any new standards by which wage 
discrimination cases should be analyzed under TItle VII. The Court left that discmsion to low-er courts 
as individual cases came before them. Many of these cases were lost when plainti1fs, bringing suit 
under Title vn of the Civil Rights Act could IIOt provide evidenee of intentional wage discrimination 
against women who held similar s.kills and responsibilities as men. but worked in di1ferent occupations. 
(See Table 3.) 

After 1981, Equal Pay Act (EPA) cases were often conlbined with Title VlI suits. A number of cases 
filed under the EPA were against public employers whom the CommiwQn alleged paid their female 
employees less than male employees performing substantially equal work. Many of the EPA cases 
filed against employers in the private sector involved service-re1ated or retailing jobs, such as public 
health nurses, physician assistants, customer setVke representatives, and managerial positioru.12 

14 
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Part m. Moving Forward - Making a Difference: 1985-1997 

Since the Equal Pay Act was passed, women have ensconced themselves firmly in the labor market. 
Between 1985 and the present, the equal pay issue has continued to resonate as greater- numbers of 
women find themselves working side by side in the same jobs as men, yet earning less pay. A number 
of new issues related to pay have emerged also. In the late 1980" a new term, the "glass cei1ing" was 
coined to apress women's ftustration with their inability to break through to the top paying jobs in 

1lJ023 

. corporate America. Another significant issue to gain widespread awareness has been the difficulty in 
balancing work and family. More married mothers than ever before are working, and their earnings 
have become a significant factor in family well being. Finally, as computer technology has continued 
to evolve, home-based businesses and telecommuting have grown and women's business ownership 
has continued its dramatic rise. In 1994, the U.S. Department of Labor Women's Bureau released the 
Working Women Count! SIIn'e)', which showed that improving pay and benefits was one ofworking 
women's three main priorities for change, alongside balancing work and family and gaining respect and 
opportunity on the job. 13 

Labor Force Partidpation of Women 

In 1985, women's overa1llabor force participation reached 54.5 percent. while the percentage of 
married women with children grew to 60.8 perten1. A solid majority of married mothers were 
working, and their labor force participation rates continued to rise each year, reaching nearly ~ 
quarters by the end of 1997. 

Wage Gap Hits An All Time Low, As Women'. Earnings Slowly Rise and Mea'. Wages Drop 

Between 1985 and 1990, the wage gap continued to narrow. By 1990, the wage ratio bit the 7Z 
perc;eot mark - women who worked fi1Il time, year round earned 72 cents for each dollar a man 
earned, based on ,nmlal earnings. .Yet cIurlns the IICXt six years the annual earnings ratio began to 
follow the "one step up - two steps back" pattern ofprececling yean, and slipped back and forth 
between 70 and 72 percent UDtilI996, when it reached the current high of73.8 percent.. Weekly 
wages for women experienced a similar pattern - they bit a high ratio of 77.1 percent in 1993, yet 
slipped down to 74.4 percent by the cod of 1997. (See Figure 1.) 

In its September 1997 report, Money lnconre in the United Statu: 1996, the Census Bureau cautioned 
apcd6caUy that the drop in the Wa&c gap was not Decessarily cause for celebration. "Receot increases 
in the female-to-malc ~ ratiobave been. due more to deciiDes in the ~ ofmen than to 
iDcrCiies iii the··~ of:wo.," it laid. 'Ibe.reportfiJrthcr.c!plaiMdthit.wo_~.realea.miugs 
h&Vore;iiiliied ~~,1990·While men'. i"eIleilii"d.'igs:t;~,diO'ptd:bi3;3··' ....... j' . 
. . . ~... f}"."' "..', ~'>::l \" "",::~r·~/~:~· ,,,,'Nrt~.::,~:.:,' 
Women's risiog level of education and experience in the labor m8rket. ilDdtheic grOwing Share of 
.better-paying managerial and professional job. have been critical in inc:reaslng women's real eamingll 
duriDg the 1980& and mintainjng their level during the 19908. Yet even within these good-paying 
jobs, women's average earnings have not reached those ofmen.15 
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1997 Bureau of Labor Statistics weekly wage data show that women earned leas than men in 99 
pC£cent of all occupations for which data is available. For example, women in the prestigious 
executive, administrative and maJUl8eri.al occupations earned wages that were 69.7 percem of men's 
pay, while women in the pro~ional specialty occupations averaged 75.0 percent of men' s weeldy 
wages. I' Even among medicine and health managers. 76.8 percent of whom were women, women 
earned 74 percent of what men earned.1? 

Enforcement at EEOC and OFCCP 

From Fiscal Year 1985 through Fiscal Year 1997, EEOC tiled ~5 lawsuits, resolved 136lawsuits,and 
recovered over $11 million under the Equal Pay Act. From Fiscal Year 1988 through Fiscal Year 
1997, EEOC tiled 981awsuits, resolved 115 lawsuits c:oncurrent1y under the Equal Pay Act and Title 
vn of the Civi1 Rights Act. 

~024 

While EEOC continued to hold enforcement authority for the Equal Pay Act, in the early 1990's the 
Department of Labor Office of Federal Contract Compliance Programs (OFCCP) began meeting with 
much success in resolving instances ofwage discrimination among federal c:ontractors through the 
Affinnative Action Executive Order 11246. The Executive Order prohibited employment 
discrimination by federal contractors and required that contractors make good faith efforts to ensure a 
non-discrimlnatory workplace. It also authorized OFCCP to ensure compliance with equal 
employment opportunity laws through routine compliance reviews. Women have benefitted greatly as 
a result - since OFCCP implemented a specific focus on corporate management practices in 1993, 
there have been sixteen co~on settlements, awarding women and minority workers over $5 
million to correct discriminatoIy wage practices. 

Education Levels Soar, Pushing OveraD Earnings for WomeD Up 

Education levels for women at the undergraduate and maSter's degree level began to ma.tcb. those of 
men in 1981 and 1982. By 1990, women took home more than balfofbacbe1or's and masters degrees 
and nearly 40 percent of an fint professional degrees. Tbla trerul has held constant during the 19908. 
EarnIngs for coUege educated women fiDaUy began to aurpass those ofmen who had not attended 
c:oUege. Yet for women of color. the gains were not u great u'fur white women. 1996 Census data 
show that camiDgs fur white coUege ednt:ated women were seven percent higher than tor men who 
held high achool diplomas and G.B.D .• ; Hispanic c:oUege women earned only S percent more and 

.A.fi:ic:an American college WOmen eamed less ~ one percent more than high scIIool-educate men. 11 

, (See F"JBUfe S. ; Supportil!s data 10 Appeodix B: Table 5.) , ' , .. ,~. . . 
~, '.~, " "" .•.... 

Many economists have predicted that u women'. education, experieacc and occ:upations come to 
match those of men. their pay will foUOv.-. Raearchers have focused intently on the education pattems 
and labor force experiences of the )'OUD8eBt women to gauge their fUture imJIBCt on working women. 
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In IJacca1mueate and Beyond. tile Department of Education SUIVeyed college graduates from 1992 
and 1993 and found an average wage gap of 15.7 percent between men and women. The report also 
documented differences in the fields of study chosen between women and men, with women more 
likely to prepare fur and enter lo ..... er-paying oc:c:upations, such as teaching and clericalladministrative 
positions. However, such choices were hardly universal. The study fuund that more women majored 
in buainess than in any other speclalty.19 

A recent article in tile Department of Labor' s Monthly Labor Review IllqIlored the effects of major 
fields of study and occupational choices on ..... omen·s and men's earnings for 130 major fields. It 
compared earnings for women and men by college major, occ::upation and age. and found that ..... hile 

&1 Earnings by sexlracelethnic type for high school grads and coBege ,ads, 1997 I 
i tmr------------, 

I : 
I 

I G 

~ lIII 
w i D 

-1lJ,Q(1EII 

FigureS 
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eaminga differences were smaller fur those with ajrni1ar cbaracteristica they did not disappear 
complete1y. Women earned 100 percent or more of men's eaminga in 8.5 percent of tile major fields, 
repRSeIItiDg oply 2 pereent ofwomen', employment. In about half of the fields, accountinB fur almost 

. baIf(48~) ofemploymalt, women', camiDgS were at least 87 pen:ent of men's eamiJJgs. In the 
remaining 51 ma,jor fiekla, or J9 pctcent, IlCCO'mting for the remaining half of employed women, 
eaqdugs were less than 87 pen:eDt of men'. pay. . . 

~~2~'~J~·3~~~~ 'the &eicssthit icid to·~~!~lu~,i;;i,~ witmn 
occupations were: acc:oumiD& chemistry, computer and informatiOn scieoces, ~ 
mathematics and pharmacy. 

Offiuther interest. the study estimated how much ofthc wage gap would disappear if men and women 
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were equally likely to study the same BUbjects and enter the same occupations at roughly the same age. 
It noted that the actual 73 perc:ent ratio between IX)llege educated women's and men's earnings would 
increase by nine percentage points to 82 percent, if men and women held the same degrees, chose the 
same occupations and were the same age.20 

Some observers of the wage gap have made much of women's lifesty1e and occupational choic:es as an 
explanation for the current wage gap. Referring to remarks made by economist June O'Neill in a 1994 
Wall Street Journal article, they find that "among people ages twenty-seven to thirty-three who have 
never had a child, women's earnings are close to 98 percent ofmen's."ll 

Gains for young. highly-ec1ucated and motivated women without children have been impressive indeed. 
However, as ClXlnomist Katha Pollitt baa pointed out, "young men and women have always had 
earnings more comparable than thOse ofthcir elders: Starting salaries are generally low, and do not 
accurately reflect the advantages that accrue, or fail to accrue, over time as men advance and women 
stay in place, or as women in mostly female kinds of jobs reach the end of characteristically short 
career paths. H22 

Working Families Depend OD Earnings of' Women 

It is also important to fCIXIgnize that most W'orking women in the United States do have children at 
some point during their prime working years. In 1997, 40 percent ofall working women had children 
under age 18 at home. New mothus are returning to the workforce sooner after having children and 
are more likely to continue working for pay than they ~e to bClXlme homemakers and care for their 
own children exclusively. In 1996, 54.3 percent of women were back on the job by their baby's first 
birthday, while 63.3 percent ofmoms with two year old children held payingjobs.23 

During the late 19808 and 19901, the proportion of fiuniJies maintained by women increased greatly. 
In 1997,18 percent ofallfBmilieswerc maintained bywomen.2A In these fiunilies, women's eamin8s 
made up 75 percent of total fiunily income_ 25 

In addition, the number offBmilles with nvo working parents increased by nearly half a million 
between 1995 and 1996 alone, wbi1e the mlmber of"ttaditional" families with a lmsband etnplayed as 
breadwinner and wife engaged as homemaker remained lInrbanged. Both parentS were employed in 
63.9 percent ofmarrled-coup1c &milies with cbIldren 18 and younger, while 28.2 percent of these 
&mmes bad an employed filtber and I homemaker motlulr.26 

Women~~lUbstantjallytofiunDy,eamIngI. -In 1996workingwiVes~an:~~Of 
3.6:Spercilmt ofDmily eaiDings..' White wives cciI1ttibuted-3S.B pen:eat, Black wivelfco~r43;!1. 
pen:ent and Hispanic wives coDUibutecl 37.S pereent. (See FIgUR 6. Supporting datalil Api)eiuJix B: 
Table 6.) . 

• 

There is a atrong connection between the earnings ofWOIking mothers and the ecollOmiC well-being of 
their &miIies, according to a recent Monthly Labor RevIew article. Wivea' eiunings reduced the 
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Percent of family earnings contributed by wives. 1997 
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poverty nte by more than half for U.S. bam and immigrant Mexican families, by more than three-fifths 
for Cubans and alacks. and by three-fourths for white fBmilies.l1 

Women Gaia More Maoageria1lProfessiooal O~upation., Yet Clerical and Teaching Fields 
Still Among Most Likely Ouupations 

The most significant changes in the order of top ten occupations for women between 1985 and 1990 
involved the rise in sales supervisors and proprietors, and the dropping of typists from the list. 
Secretaries still topped the list. followed by manasersladministrators, with bookkeepers, cashiers and 
IWne5 close behind. Waiters, elem.entazy school teachers, nursing aides/orderlies/attendants and sales 
workers were still on the latter half of the list. By 1995, bookkeepers fell from its slot in the top four 
jobs, losing ground to cashiecs,. sales supervisors and proprietors. (See Table 4.) 

Although elementuy school teacher was DOt among the top five jobs for women, it should be noted 
that tearhen (not iDc11ldjng post-eec:oadary teachers, those teaching in colleges and universities 
generally) numbered 3.6 million in 1997. Tbia was the largest category ofwomen workers in 1997, 
IargeI- than the 3.0 mi11ion secretaries. Teachers have acccnmted for a CODSisteudy Jarge group of 
WOIllell wodt.ers, but because statisticians divide teaching into the sub-c:ategories of elemenwy, high 
school, 1dndergartenIpr6-kiDdergaJtell, and special educalion teachers, the sigDlfiClDCe of the overall 
lIIIDlber ofwomen teachenis hidden. . .' . ~-.. 

Nontraditional Oc:capationi for WOMen Evolve 

At the same time that women began increasing their presence In manageri.al and admiDistrative 
occupations, they were also m.aking their imprint on akilled tecbnicai and machinist positions. Women 
have joined the I'IIlIks ofbanlc officials and financial managers, transport equipment operatives, 
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engineering and science technicians and computer specialiSU. These occupations have shaped the 
post-industria1 period and been the first indicaton of a new age of information and ~echnology. 
Women's educational gains, particularly at the graduate level, have led to such increases in 
professional fielda that women now account for more than 2,5 peccent of all lawyers and physicians -
thus these once male bastions are no longer "nontraditional" jobs for women. Moreover, it is still bUe 
that weekly eaminga of women worlcing filll-time in the nontraditional occupations. such as precision 
production and high technology fields, earn substantially bigher wages than in traditional women's 
jobs, although somewliat less than their male counterparts. (See Tables 5 and 6.) 
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TABLE 5. LEADING NONTRADmONAL OCCUPATIONS FOR WOMEN: 1985-1997 

Numbers in Thousands 

Oc:c:upation 1985 1990 1995 1997 

---
Sales representatives, commodities, 

except retail trade 1 1 3 3 
Freight, stock, and materials handlers 2 2 1 1 
Protective service 3 3 2 2 
Farm workers 4 6 
Laborer, except construction 5 4 4 4 
Fanners, managers, and tenant farmer 6 7 I 5 
Engineering and related technologists, and 

teclmicians 7 8 10 10 
Precision production, supervisors 8 5 S 6 
Mechanics and repairers 9 9 6 9 
Motor vehicles operators 10 10 9 8 
Physicians 7 
Engineers 8 

Sou=: 1.Gr-Forr:o _ DnMdfroM ,IN c_ PaptJ.ti .... s..-..y. J 948.47. r- 16,...1DII ~ AhoIndcd &om: Tobie B-1 I. 
EqII., __ by __ , ... __ "-IDIIJ\iJpuIiooriain.lJU.I7.pp. ~ IDII Tobie MI. _....ddy eomiap af~ 
_0Dd1lluy-unbyoldailal_.,1;.uad_I9SJ.87 ..... ,48-767. U.s. D , 'afUbo<, _afl.tborBldillicr, 8111e1iD2307. 

141 029 

A.pt1~&8. ~~rt_E4m1"'~ Tobie ,,·IL !:QaI_ bydolaileol ... "pe'im\ _ ..... ODd Hiopooic.,.;p.cad Tobie .... ]9. MaIia1I 
...a:Iy ....... af1W<imo_ cadalory_by .... pm u.s. D f _afLabar._afLabarstatilllco (lIQIIhIypll\llication). 
1aauuy""" 1991, 1996, cad 1"1, ~ a ___ 1990, 199'.IDIII991. 

I Occupation no longer meets me ddinition ofnontraditional because more than 25 
percent of all workers in this group are women. 
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TABLE 6, MEDIAN WEEKLY EARNINGS OF WOMEN FULL-TIME WORKERS IN 
. NONTRADmONAL OCCUPATIONS: 1985-1997 

Occupation 

Sales representatives, commodities, 
except retail trade 

Freight, stock, and materials handlers 
Protective aerW:e 
Fann workers 
Laborer, except construction 
Farmers, managers, and tenant farmer 
Engineering and related technologists, and 

teclinicians 
Precision production, supervisors 
Mechanics and repairers 
Motor vehicles operators 
Physicians 
Engineers 

1985 

$364 
205 
278 
178 
207 

2 

344 
303 
392 
246 

1990 

$501 
227 
40S 
202 
2S8 

398 
363 
459 
30S 

1995 

$S68 
281 
438 
217 
285 

519 
428 
SSO 
345 
806 
806 

1997 

$582 
289 
451 
247 
307 

S29 
435 
489 
399 

_ LoIIorF_SIGtI6IJe,DmwlJfo-tlteC_PopwI4_s.rwy. JIUlU7, [ponaao 16,....IDII_I. _&om: 1\ohIc 8-11. 

~030 

PI' ,)'<II.;w;.. hy ..... ..., -'P"jom ..,., ..... IDllIIiopoBic arip.. \913-&7, pp. 6'7J.692 II1II T_8-31. NaIim wtddy CUDinp oflUlJ.4imo _1IIII""' __ hyMlllal='P"';"'ood_lPl3-&7,pp.748-761,U.S.~ofUbac._ofUbac~_2307, 
AIIP\9U. ~fUId_., .. T_A-ll. ~_hyddoi1cd_"""'_ ..... IDII!IiIpaaIo"riP"D41\oh1cA-39.NaIim 
...ddr ...... oflUlJ.4imo_llllllIIoIy_hyddoilal_,....... U.B.DQ _ofLohar._ofUba<SIoIioOb(lIIOIIIldypub1iadicxl), 
1 __ 1991.1996.II1II 1991, ____ doIalbr 1990. 1"'.1DII 199'7. 

Glass Ceiling Commission Documents Barrien, Recommends Changes for Working Women 
and Minorities 

Although women entered the managerial and professional occupations in record numbers during the 
late 19808 and 19901, surveys of corporate leadership and senior government positions found that very 
few women were reaching the upper levels of ~ in corporations and public service. 

This was especially true for black women. HistoriCally, black women have worked loDger in paid 
employment and have greater wotk experience than white women. In 1987, they acco~ for a 
record SO percent of total black employment and have represented the luger segment ofblack 
employment ever &iDee. Black women were more likely ~ white women to wolk, but generally 
earned less and held lower status jobs.21 

2 Data not shown where hue is leas than 50,000. Eaniinga data refer to full-time wage 
and salary; occupational data refer to all employed in the occupation. 
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In the late 19808, Senator Bob Dole ~nsored legislation to create a bipartisan Glass Ceiling 
Conunission to study the barriers to advancement in the workplace for women and minorities, issue 
reports on its findings and share recommendations. In 1991, President George Bush appointed 
members to the Glass Ceiling Commission. . 

~031 

In 1995, the Commission issued two reports. The first, "Good for Business: Making Full Use of the 
Nation's Human Capital," found that women and minorities had made some inroads into entry level . 
managerial and professioIial jobs, but fiu:ed significant barriers to movement up the rungs of the 
corporate ladder. The Conunission found that 97 pereent of the senior managers ofFonune 1000 and 
Fortune 500 companies were white, and 9S to <:)7 percent were male. In the Fortune 2000 industrial 
and service companies, only 5 percent of senior managers were women. In addition, the Conunission 
indicated that when women or minorities did achieve the top jobs. they were not able to collect the 
same paychedc:. Its repon included an analysis of the unique baniers faCed by Aftican American 
women, Asian women, mspanic women and Native American women, as well as the problems for 
African American men, Asian men, Hispanic men and Native American men.2!I 

The second repon, "A Solid Investmem: Making Full Use of the Nation's Human Capital," offered 
eight recommendations for business and four for government to help break: through the g1ass ceiling 
and improve opportunities for all women and minorities. In addition, it listed societal initiatives to 
help change the attitudes that reinforce the glass ceiling. Many of these recommendations have been 
woven into Depanment of Labor strategies to ensure a secure workforce.30 

Women-Owned Businesses Flourish 

Fina11y, another impottan1 trend that emerged during this period was the phenomenal growth in 
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women-owned businesses. 
Women owned fewer than 
one mi1lion firms in 1977. 
By 1992, they owned 
nearly 6.4 million 
businesses. Today, that 
number has inaeased to 
eight million (including C 
Corps) - one third of all 
finns. 

Women-owned businesses 
contribute more than 52.3 

WOMENS BUREAU DIP ~032 

Number ofwomen-owned businesses, 1972-1992 

.~============~ 

oLt========~~======~====~~·-=--~I~========:J" - ..., - -.... aa 

trillion annually in revenues Figure ) 
to the economy, more than 
the gross domestic product r-;=====================::;-i 
of most countries, and I Saleslreceipts and payroUs for womelHlWlled businesSfi, 1972.19921 
employ one out of every I' . 
five U.S. wolkers __ a total III ~ 
of 18.S mi1lion ~ CII I- /,-," 

employees." (SeeF'iSUfeS ~ 3DD I- ~ 
7,8 and 9. Supporting g 3DD I- ~ 
data in AppendixB: Tables i GIl- __ ~-:::::--
7, 8 and 9.) I 0 -
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Figure.8 

In the last few years, some 
women's leadm have 
commented that the 
contimdng existence of the 
glass re1ing has fueled the 
~growthin 
women-owned btlsjnesses. I Number of empIayees In women·O'MI8CI busineqes. 1977-1992 

AFebrwuy 1998 study by 
the National Foundation Cor 

found that 29 pen:eot of 
women busba. 0WIICI'8 
with corporate experience 
said that "g1ua ceiling 
issues" were lignificant in 
motivating them to Itart 
their • sa own c:ompamcs. 
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Writer and WOIIllln'S rights activist Gloria Steinem has noted that the growth in self-employment and 
microenterprise among women is similar to the entrepreneurial patterns of other minority groups, 
particularly immigrants to the United States, who have experienced language barriers, stereotypes and 
disaimination which limited access to jobs and hindered earning potential. "There is no one to block 
your ambition when you own your own business - and women, like other minority groups before 
them, are finding entrepreneurship to be a significant vehicle to economic empowerment. This is one 
of the untold, yet most vibrant developments in the women's movement,» she said in a meeting of 
women's leaders with goverrunent officials following the Fourth World Conference in Beijing, China. 

Some have criticized the promotion of self employment, particularly microenterprise and other home­
based business as viable avenues to boost women's earning power because of their bigh financial risk, 
long hours and few health or pension benefits. Yet Ma. Steinem points out that in some communities, 
such as rural North Carolina, self-employed women are averaging a 59.00 per hour wage, much higher 
than the average hourly wage for workers in that community. 

Hom~Bued BUJinessa and Telecommuting 

In fact, the interest ofwomcn in home-based employment during the 1990s has been a significant 
fiu:tor in the dramatic reversal of the previous 20 year trend toward decHning at-home workers. Home­
based business employment declined from 4.7 million in 1960 to 2.7 million in 1970 and 2.2 million in 
1980 before rising to 3.4 million in 1990. Commenting on the major factors contributing to the 
growth of at-home workers, the Daily Labor Report noted that women were a proportionately larger 
group of the at-home group of workers (52 percent) than they were in the "work away from home" 
group (45 percent.) In addition, the report predicted that "[g]iven the advancements in per1IOnal 
computers and Internet technology since these data were collected in the 1990 census, we expect more 
significant iru:reases in the proportion working at home by Census 2000."D 

Even more draD\8tic estimates of at-home workers have already been reported by groups that study 
telecommuting. A Tc\ecommute America IIUIVe)' found that in 1997 approximately 11 million workers 

. performed some part of their job. via a computer that was connected to an outside employer." 

11 is unclear what impact the hom6-ba.sed business and telecommuting trenda will have on women's 
pay. Some have expressed fear that tile lack of"fiu:e..tlmeft iii an office setting diminishes women's 
opportunities for promotions that lead to higher pay. Othera have pointed to the blurring distinction 
between workplace and home and worry that anp\oyen will begin expecting more hours on the dock, 
yet will not make coorespoading iDcreases in pay. 

BalancingWorkud FamDy 

The iirterest of many women and men in working from their homes is directly related to the streSs that 
worldng parenti feel trying to balance the need to earn an income that supports a family whDe stiI1 
being available to meet the physical and emotional needs of their cbildren, parents and community 
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respollSlDilities. The 1990s have been JIUUked by the growth in companies implementing formal 
policies to help wolkers meet their families' needs, the passage of the Family and Medical Leave Act, 
and the number of conferences and reports urging more action on the pan of government officials and 
business leaders. Support for such benefits as child care, elder care, flextime and flexiplace has grown 
significantly while demand for grester attention to these issues continues to affect the bottom-line 
business success of employers. . 

While work and family benefits are generally not cslcnlated as wages, the value oftbese benefits can 
help working women maintain their jobs, and their wages, that might otherwise be lost due to pressing 
needs of families. For instance, a paid family and medical leave policy has an obvious impact on the 
income of a working woman who takes such a lesve. Upaid leave protects wages as well, by making it 
possible for workers to take time off to care for a family member or their own health needs, while 
keeping the job and ita accompanying wages on hold. This makes the transition back to work much 
smoother and CIIBUl"CS overall COlUinuity of wages and an employment history or career path. 
Flexip1ace and flextime programs often similar advantages to worken, helping them to maintain jobs 
which they may not otherwise be able to keep when tiImiIy needs require greater flexibility. Some 
employers also offer assistance in purchasing dependent care services, which is a significant monetary 
benefit for some working women and men. 
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PART IV. ISSUES TO WATCH IN THE NEW CENTURY 

AdvaaUl in T«bnologr, Expallllion of the Service Economy and Increued Opportunities for 
mghly-Educated Worken 

The last three decades have been marked by signifiClllt ec:onomic changes. High-wage IIllUIUfiIcturi 
occupations, which aecounted for nearly a third of all jobs in 1964, now make up only IS percent of all 
jobs. The service producing industries, including govenunent, education and retail trade, comprised 
two-thirds ofalljoba in 1964 and four-fifths of jobs today." Advances in technology have 
transformed the OCCUpatiOIlII available, the manner in which goods are produced and the basic living 
conditions of U.S. workers. These developments, combined with recent economic forces such as 
corporate downsizing and an ec:onomy soaring from rec:ord stock market gains, have led to a 
stratification in the workforce - a demand for highly-educated and skilled workers at one end of the 
spectrum and fewer good-paying opportunities for those without education and professional skills at 
the other. 

Women Meet Demand For Skilled and Educated Worken, But Wage Gap Penisbl 

. The effects ofauch change on women workers have been complex. Womenrepresegt a growing share 
of the educated workforce and their skills have served the economy's need for more workers in health 
setVi.ces, retail trade, education and government. This hu led to the overall increase in women's 
earnings. 

Most of the &stest growing occupations are concentrated in one or more of the rapidly growing 
industries of computer and data processing services; health services; and managment and public. 
re1atiollII shown in Table 7. Since 1985, women continue to hold about 28 percent oCthe cOmputer 
system ana.IystJengineer and scientist jobs. In the fiIst growing health care occupations, women 
co~e to hold three-quarters of all therapist jobs - respiratory, occupational, physical, and speech -
and have increased their share ofphysic:ian's assistant jobs from 38 percent in 1985 to 63 percent in 
1997. 

Looking at the projections for the top ten fiIstest growing occupations from 1996 1:0 2006 in Table 7, 
women currently comprise the 1arger share of most of these occupations. Women have increased their 
employment in the growing occupations, yet their median weekly earnings ItiIllag behind simi1arly 
employed men. Por instance, men who worked as computer system analystJengic ceo earned 59S2 per 
week, while women earned SBSO in 1997. As therapists, where women outnumber men three to one, 
they still earned less than men - _'8 wcekly eamiDgs were 5686 compared with 5733 per week 
for men." 
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Table 7. Fastest Growin& Occupations, 1996-2006 
(numbel"l in tbowanlls) 

Employment Change 
QOOlpatjPD ~ -2200 NQ. Percent 

Database administrators, computer 
support specialists, and all other 
computer scientists 212 461 249 118 

Computer eJliineers 216 451 235 109 
Systems analysts 506 1,025 520 103 
Personal and home care aides 202 374 171 85 
Physical and corrective therapy 

assistants and aides 84 151 66 79 
Home health aides 495 873 378 76 
Medical usistants 225 391 166 74 
Desktop pub!jshing specialists 30 53 22 74 
Physical therapists 115 196 81 71 
Oc:alpational therapy assistants and aides 16 26 11 69 

s.-.: u.s. DoFw_afUbor._ arUbor~J.(~lAbor_. N_lm. 

Table 8. Industries witb Fastat Employment Growth, 1996-2006 
(numbcn in tbollSalllls) 

Employment Change 
Industry pesgjption -~ ~ NQ. Pea;ent 

Computer and data ~ services 1,207.9 2,509.1 1,301.2 107.7 
Health' 1 Bel'VICeS, n.e.c. 1,171.9 1,968.3 796.4 68.0 
Management and public relatious 873.2 1400.0 526.8 60.3 
MjmeIJa!!l!OlJS transportation services 204.3 327;4 123.1 60.2 
Residential care 672.1 

-, 
1,069.8 397.7 59.2 

PersoDDeilUpply services 2,646.0 4,039.3 1,393.3 52.7 
Water and sanitation 230.9 349.1 118.2 51.2 
Individual and mi_Jlancoua soclal servilOC:l 846.3 1,265.9 419.6 49.6 
Offices of health practitioners 2,751.4 4,045.9 1,294.5 47.0 
Amusement and - . • 1 reaeatloD servlC:es, D.e.C. 1,108.6 1,565.3 456.7 41.2 
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Table 7. Fastest Growiag Occupations, 1996-2006 
(numbers in thousands) 

Employment Change 
Oe&ypatiPD ~ ~ NQ. Percent 

Database administrators, computer 
support specialists, and all other 
computer scientists 212 461 249 ll8 

Computer engineers 216 451 235 109 
Systems analysts S06 1,025 520 103 
Personal and home care aides 202 374 171 85 
Physical and corrective therapy 

assistants and aides 84 lSI 66 79 
Home health aides 495 873 378 76 
Medical assistants 225 391 166 74 
Desktop publishing specialists 30 53 22 74 
Physical therapists lIS 196 81 71 
Occupational therapy assistants and aides 16 26 II 69 

_: u.s. D<po _ aCUbor. _ aCLlbarSlllio:ioo,McwAlYlAI>tw _. N_llIn. 

Table 8. Industria with Fastest Employment Growth, 1996-2006 
(numben in thousands) 

Employment Change 
Industry Desgiption ~ ~ Ng. percent 

Computer and data processing services 1,207.9 2,509.1 1,301.2 107.7 
Hl')!lth acrvicea, n.e.c.1 1,171.9 1,968.3 796.4 68.0 
Management and public relations 873.2 ·1400.0 526.8 . 60.3 
Misre!18I!f!OIlS tnmsportation services 204.3 327.4 123.1 60.2 
Resi.dentia!·c:are 612.1 1,069.8 397.7 S9,2 
p~ ~ly,aeMces 

", 2,646.0 4,039.3 1,393.3 , .S2.7 
'" Water eildaanitation 230.9 . 349.1 118.2 SI.2-

Individual and niiv.elJancoUi aocIa1 seIViI;ea 846.3 I,26S.9 419.6 49.6 
01Jices ofhealth practitioners 2,7S1.4 4,045.9 1,294.5 47.0 
Amnsement and reaeation services, n.e.c.1 1,108.6 I,S65.3 456.7 41.2 
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I n.e.c. = not elsewhere classified. 

Continuing Inequity Squeezes U.S. Families 

Continuing inequities in pay hurt not only women, but fiunilies as well. Trends such as corporate 
downsizing and the loss of high-wage jobs for high school-educated men have put much economic 
pressure on families. FaInilies have come to depend on the earnings of working women to maintain 
middle class living standards. In the 19608, the majority offamilies with young children were 
supported by one eame£. usually the husband. The Women's Bureau's testimony in support of the 
Equal Pay Act asserted that women who were in the workforce in 1960 were there for economic 
reasona.17 Today, women are still workins for economic reasons - the earnings of working wives in 
married couple families provided 32.6 percent offamily income in 1996." The majority of married 
couple fiunilies send two earners to the workplace, and there are higher numbers of single parent 
f3mi1ics. 

tal OJ 7 

Increase in Dual EuuerlSingie Parent Families Fuels Demand for Worken in the "Business of 
Caring" 

While our w~rking patterns and daily tasks on the job have changed, our soc:iaI patterns and daily tasks 
off the job have been slower to evolve. Married women with children have shifted into the paid labor 
force, yet families IIiIl need the tasks that women have routinely performed in the home as labors of 
love. The ''business'' of caring for children, or sick and elderly fiunily members and managing the 
needs of a household are often performed by women after a full day of paid work. Husbands do more 
"chores" than they used to, yet time use surveys show that the division oflabor within the home is still 
not even. 

Women's prc:sew;e in the labor force has given rise to a demand for paid worken to take on the tasks 
of dependent care and home msnqement Many families have turned to proCessional dependent care 
workers, eleaniq services, take out meals and other services to a1IeYiate their stresa and meet their 
many responsibi1itiea to their famm.... This demand has led to the growth ofbllainesses providing 
these services, and CI.IlTeDt projectiona show that the munber ofworken In these fields will C1q)IIld 
thrther. 

Equal Pay Good For Womea, Pamiliel aad the Economy 

The Equal Pay Act laid the {oImdatiOIl fur women to ~ into the workforce with cIignit)i'lind to 
demand the rightfiII ~d for their efl'orta. 'Since itS P'~ working women have made' 
tremeDdous strides. There Is atiIl more ground to cover before the wage gap between men', and 
women'. wages is eliminated - and this Ihould be a goal for s11 ofus. 
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& we move into the new Century, we must wage a muIti-W:eted effort for equity. We must 
strengthen and enforce vigorously our IaWi against wase discrimjnation. We must shatter the glass 
ceiling so women can compete &irly for weU-paying jobs in business, government and other arenas. 

fa) 038 

Finally, we need to recognize that work js as much a source of dignity as it is a IiOIllCe of income. 
Occupations which are projected to grow significantly. such as cashier, receptionists/information 
c:lerks, and home health aides, are traditional women's jobs where 75 percent or more of the workers 
are women. They are typic:ally among the lowest paying positions. However, they, too, contnlJute to 
society and the workers who perform them deserve our appreciation and respect. 

In the past thirty five years, women have joined the labor force in record numbers. Today, they 
account for nearly half of all workers and represent a significant segment of the educated and skilled 
workforce. Women have driven new ways of working and c:hanged the way we think about the 
relationship between work and family. They have made our nation the world power it is. Our 
commitment to equal pay has beeD, and continues to be, not only the right moral action to take, but 
good for our nation's families and our nation's ec:onorny. 
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Novembet" 24, 1942 

1une 10, 1963 

1une 11, 1964 

1une 19, 1963 

1uly2,1964 

July 2, 1965 

October 13, 1967 

1970 

1971 

1m 

June 3,1974 

EQU PAY CHRONOLOGY 

The Natiolial War Labor Board issued GeIIcra1 Order No. 16, which 
autharizedlemployers voluntarily to IIllIke "adjustments which equalize 
wage or salary rates paid to females with the rates paid to males for 
comparab quality IIIId quantity of work on the same or similar 
operations 

PR:sident crmcdy signed the Equal Pay Act, which covered SOIllC 27.S 
million IIIId women. It ~ that, regardless of gender, employees 
doing w requiring equal skill, effort and responsibility and which is 
being pc:rf1 cd under similar working conditions, be paid equal wages. 

Presidcntl0hn F. Kennedy ca1ls for passage of Civil Rights legislation 

Passage 0 the Civil Rights Act. of 1964. Title VII of this Act, as amended, 
prohibits layers from engaging in employment actions advecse to their 
employees n the basis of race, color, national origin, sex or religion. 

Effective of the Civil Rights Act. of 1964. 

President ~ Baines Johnson extended affirmative action protec:tion to 
WOIJICD by 'gniDg Executive Order 11375, whic;h ammdnJ Executive 
Order 112 to prohibit employment discrimin.alioil on the basis of race, 
c:nxd, co , national origin or sex, by fcdcral c:ontractors. 

In 5GhuJg • Wheaton Glass Company, the U.S. Court of Appeals for the 
Third C' ruled that jobs ueed only be "substantially equal" to be 

the Equal Pay Ark-'s provisioas. 

Fnm the 'ft date of the Equal pay Act in JIIIIII 1964 up to the end of 
1111l1W)' 19 1,. total ofback wages (LC. UDdc:r1l8.)'lllCl1tl rcpI :pcrrtjng 
i11egal di1fcradiab) IIID01IIIIing to aver S26 miI1iOD were fOlllld by 
Wage IIIId c:omptiaDce ofIiI:cn to be due to nearly 71,000 employees, 
almost all tbcm __ Over 200 court cases had beeD tiled Ulldetthe 
Equl Pay ,by the ~ oCLabor'.1cgal staf[ Aboul7S percent 
oCthcsc d"';rHQuectlecJ.lIIOIloftbcmflmnbly. 

Tbcn:J:=~' :oCthe Equl Pay loa was cxtcDd'" to executivc, 
iii 'vc, professional 1114 outside sales employees by section 

the Education AmcMmwts oC 1972, eft'cctive luly I, 1972. 

The U.S. S pn:me Court banded clown its decision in rming GlMS 

Ii!J 043 
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1975 

July I, 1979 

1981 

1985 

1991 

February 5, 1993 

September, 1993 

April 1998 

~ v. Breon"" rejecting the traditional"uwket mte" business defense. 

Since the Equa1 Pay AI;t became effective June II, 1964, 
5125,947,290 was found due to 220,333 workers. 

All functions related to enforcing or administering the Equal Pay Act were 
transferred from the U.S. Department of Labor and the Civil Service 
Commission to the U.S. Equa1 EmployDlCllt Opportunity Commission 
(EEOC) pursuant to Reocganiution Plan No.1 of 1978. Between July and 
September 1979, the Commission resolved 350 Equal Pay complaints. 

In County p[Washio!!toD y CYlmt!y:r, the U.S. Supreme Court ruled that 
Title VII is not limited by the equal work standard found in the Equal Pay 
Act 

A SS million consent dec:ree resolved an EEOC Suit against Allstate 
Insurance Company for an alleged equal pay violation that affcc:tcd 3,200 
persons. 

Monctaly benefits sec:w-cd through litigation involving the Equal Pay Ac:t 
totaled 599,000. The EEOC and State Fair Employment Practice Agencies 
received 1,968 charges ofwage disc:rimination based on gender. 

President Clinton signed into law the Family and Medical Leave Act, which 
protects the jobs and wages of working women and men by guaranteeing 
the right of up to 12 weeks of unpaid leave per year when it is urgently 
needed at home to care for a ncwbom child, or an ill familY member. 

The Depcmu:ut of Labor's Office of Federal Contract Compliance Programs 
reaches. $603,943 setIlClllt:lll wi1h Fairfax Hcspitsl, VA in 1he first of its 
COIpOr8!e managemeut IeYiews. F einax 8SJ=l1o pay S42S,S86 in back pay 10 52 
wamm aqpl~ in 1he top six grades of the hospital's persamcl struature. In 
odditian, 44 oftbe wom= wbo Ire atilI ~ by Faizfax reccived 5178,357 in 
aa1aty iDcrcases. 

OFCCP reacbcs the largest __ scttlcmmt ill its cuq)(lrale msoagemcat rMcw 
prognm, wi1h CorcStatcs Finmcje11Dsfi1lllicu. in Pbi1adeIpbia, P A. !be fedcraI. 
CUIIIr8I:Ia£ Ipecd to pay 51.s million dollanI to \VI1IIII:I1811d minorities to address 
past pnICIices ofpaydjsc:rimjnatjm The ~ with OPea' called for the 
COIIInIctortopay 51.150,434 in backpay,lIId $334,115 in aa1aty adjustmen!s1o 
76 _ md 66 miIIIxiticI. OFCCP CIOIlCludad Ihat CcnStatca dicllIIIt apply its 

. cumpm"'ioa poIiGies IIId ... __ es uuifauqly, tIms" leading to • palli:m of 
dlscrim1narccy lreebnent 'I1Iis IdIJcmait briIIp tbD 10IIl aWIrda _1IIIIk:r the 
corporlle manavm=fteview pIOSIdID to CMI" $3.7 mllliaD. 

1aI0u 
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TABLE 1. LABOR FORCE PARTICIPATION RATE OF WOMEN, 1960-1997 

1960 1965 1970 1975 1980 1985 1990 1995 1997 

Labor force 37.7 39.3 43.3 46.3 51.5 54.5 57.5 58.9 59.8 
participation rate 
of women, 16 
years and over 

Percentage of 30.5* 34.7 40.8 44.4 50.1 54.2 58.2 61.1 62.1 
married women in 
the labor force 

Percentage of . 27.6* 32.2 39.7 44.9 54.1 60.8 66.3 70.2 71.1 
manied women 
with children in the 
labor force 

"For 1960. ci>ilian non·inatitutiooaJ penona 14)<:11m and 0 ..... Thcn:01It<. 16)<:11m and_. 

Source: U.S. Department ofLabor, Bureau ofLabor Statistics, Handbook ofWbo[ Statistics. 
ill!. Emplo~cnt and EllDliog:; laOl.laIY 1228 and unpublished tables. 

• 

-. . 
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TABLE 2. WOMEN AND EDUCATIONAL ATi'AlNMENT, 1960-1997 

1960 1965 1970 1975 1980 1985 1990 1995 1997 

Percentage of 35.3 
Bachelor Degrees 
Awarded to 
Women c ......... fint 
~cIeaIoes) 

42.8 43.1 45.3 49.0 50.5 53.2 52.6 55.4* 

Percentage of 
Masters Degrees 
Awarded to 
Women 

31.6 32.9 39.7 44.8 49.2 50.1 52.6 55.1 52.7* 

Percentage oflst n.a. 
Professional 
Degrees Awarded 
to Women 

3.6 5.3 12.4 24.8 32.8 38.1 40.8 39.3* 

SOURCE: U.S. Department orEducation, National Center for Education Statistics, Earned 
Degrees Conferred; Projections of Education Statistics to 2007; Higher Education General 
Information Survey (HEGIS). "Degrees and Other Formal Awards Conferred" surveys: and 
Integrated Postsecondary Education Data System (IPEDS). "Completions" surveys, April 1997. 
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TABLE 3. [UNDERPAYMENTS FOUNDBYTIIE U.S. DEPARTMENT OF LABOR 
UNDER THE EQUAL PAY ACT, NUMBER OF EMPLOYEES UNDERPAID AND lNCOME 
RESTORED, FISCAL YEARS 1965-1978 

Fiscal Year Underpayments Number of Income Restored 
Employees 
Underpaid Employees Amount 

1965 S 156,202 960 
1966 2,097,600 6,633 
1967 3,252,319 5,931 
1968 2,488,405 6,622 
1969 4,585,344 16,100 
1970 6,119,265 17,719 
1971 14,842,994 29,992 
1972 14,030,889 29,022 
1973 18,005,582 29,619 17,331 * $4,626,251· 
1974 20,600,000 32,792 16,768 6,841,443 
1975 26,484,860 31,843 17,889 7,474,163 
1976 17,900,000 24,610 16,728 7,881,502 
1977 15,500,000 19,382 6,700,000 
1978 16,000,000 (nearly) 18,376 14,929 8,700,000 

.. , 

·Does not include $6,300,000 paid under the Equal Pay Act by American Telephone & Telegraph 
to 6,100 ofit's employees. 
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TABLE 4. EMPLOYED WOMEN: 1960-1997 

1960 1965 1970 1975 1980 1985 1990 1995 1997 

Womenasa 33.3 34.S 37.7 39.6 42.4 44.1 45.4 46.1 46.2 
percentage of total 
employed 

Women as a n.a. n.a. 32.S 34.4 37.4 39.2 40.1 41.1 41.6 
percentage of all 
full-time workers 
(16 yoan Md ...... ) 

Womenasa aa. n.a. 65.1 76.7 67.3 67.6 66.2 68.0 6S.0 
percentage of all 
part-time workers 
(16,....II1II over) 

TABLE 5. FlJLL.TlME/PART-TIME JOB STATUS OF WORKING WOMEN, 1960-1997 

1960 1965 1970 1975 1980 1985 19~0 1995 1997 

Percentage of aa. n.a. 76.6 75.6 76.4 76.1 77.4 75.3 76.3 
employed women 
with full-time jobs 
(20 ,....II1II oIdor) 

Percentage of n.a. aa. 23.4 24.4 23.6 23.9 22.6 24.7 23.7 
employed women 
with part-time jobs 
(20,....lIIIIoI&r) 

Source: U.S. Department of Labor, Bureau ofLabor Statistics, Handbook pf l.abpr StatjJlja. 
..... uu.,Employment and Hamj0R&. JanullQ" ] 998 and unpublished tables . 

. , 
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Table 1. Stubborn Pay Gap Penistl for 4S Yean 

Median aMual earnings in current and real dollars 
for year-round full-time workers by sex, 1951.96 

Earnings Earnings 
(current dollars) (real dollars) . Women! 

men 
Year Women Men CPI·UWomen Men (percent) 

1951 2,305 3,605 26.0 8,865 13,865 63.9 
1952 2,448 3,829 26.5 9,238 14,449 63.9 
1953 2,585 4,043 26.7 9,682 15,142 63.9 
1954 2,598 4,064 26.9 9,658 15,108 63.9 
1955 2,719 4,252 26.8 10,146 15,866 63.9 
1956 2,827 4,466 21.2 10,393 16,419 63.3 
1957 3,008 4,713 28.1 10,705 16,772 63.8 
1958 3,102 4,927 28.9 10,734 17,048 63.0 
1959 3,193 5,209 29.1 10,973 17,900 61.3 
1960 3,251 5,368 29.6 11,003 18,135 60.7 
1961 . 3,315 5,595 29.9 11,087 18,712 59.2 
1962 3,412 5,754 30.2 11,298 19,053 59.3 
1963 3,525 5,980 30.6 11,520 19,542 58.9 
1964 3,669 6,203 31.0 11,835 20,010 59.1 
1965 3,828 6,388 31.5 12,152 20,279 59.9 
1966 3,946 6,856 32.4 12,179 21,160 51.6 
1967 4,150 7,182 33.4 12,425 21,503 57.8 
1968 4,457 7,664 34.8 12,807 22,023 58.2 
1969 4,977 . 8,455 36.7 13,561 23,038 58.9 
1970 5,323 8,966 38.8 13,719 23,108 59.4 
1971 5,593 9,399 40.5 13,810 23,207 59.5 
1972 5,903 10,202 41.8 14,122 24,407 57.9 
1973 6,335 11,186 44.4 14,268 25,194 . 56.6 
1974 6,970 11,863 49.3 14,138 24,063 58.8 
1975 . 7;504 12,758 53.8 13,948 23,714 58.8 
1976 8,099 13,455 56.9 14,234 23,647 60.2 
1977 8,618 14,626 60.6 14,221 24,135 58.9 
1978 9,350 15,730 65.2 14,340 24,126 59.4 
1979 10,151 17,014 72.~ 13,982 23,435 59.7 
1980 11,197 18,612 82.4 " 13,589 22,587 60.2 
1981 12,001 20,260 90.9 13,202 22,288 59.2 
1982 13,014 21,077 96.5 13,486 21,841 61.7 .. -
1983 13,915 21,881 99.6 13,971 21,969 63.6 
1984 14,780 23,218 103.9 14,225 22,346 63.7 
1985 15,624 24,195 107.6 14,520 22,486 64.6 
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1986 16,232 25,256 109.6 14,810 23,044 64.3 
1987 16,911 25,946 113.6 14,886 22,840 65.2 
1988 17,606 26,656 118.3 14,883 22,533 66.0 
1989 18,769 27,331 124.0 15,136 22,041 68.7 
1990 19,822 27,678 130.7 15,166 21,177 71.6 
1991 20,553 29,421 136.2 15,090 21,601 69.9 
1992 21,375 30,197 140.3 15,235 21,523 70.8 
1993 21,747 30,407 144.5 15,050 21,043 71.5 
1994 22,205 30,854 148.2 14,983 20,819 72.0 
1995 22,497 31,496 152.4 14,762 20,667 71.4 
1996 23,710 32,144 156.9 15,112 20,487 73.8 

Source: U.S. Bureau of the Census, Current Population 

Reports, Series p-60, selected issues 
U.S.Bureau ofLabor Statistics, Consumer Price Index 

for all urban consumers (1982-84=100) 
http://www.ceilsus.govrmcomeJhistinc/pI3.html 
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Table 1. Labor Force Participation Rate of Women by Age, 1950.1990 

Age 1950 1$160 1970 1980 1990 

16-19 41.0 39.3 44.0 52.9 51.8 
20-24 46.0 46.1 57.7 68.9 71.6 
25-34 34.0 36.0 45.0 65.5 73.6 
3~ 39.0 43.4 51.1 65.5 76.5 
45-54 37.9 49.9 54.4 59.9 71.2 
55-64 27.0 37.2 43.0 41.3 45.3 
65 plus 9.7 10.8 9.7 8.1 8.7 

Source: Handbook of Labor Statistics, Bulletin 2340, Table S (1950-1980); 
Employment aod Earnings, Jaowuy 1991, Table 3 (1990). 

Table 3. Labor Force Participation Rate of Men by Age, 1950.1990 

Age 1950 1960 1970 1980 1990 

16-19 63.2 56.1 56.1 60.5 55.7 
20-24 87.9 88.1 83.3 85.9 84.3 
25-34 96.0 97.5 96.4 95.2 94.2 
3544 97.6 97.7 96.9 95.5 94.4 
45-54 95.8 95.7 94.3 91.2 90.7 
55-64 86.9 86.8 83.0 72.1 67.7 
65 plus 45.8 33.1 26.8 19.0 16.4 

Source: Handbook of Labor Statistics, Bulletin 2340, Table 5 (1950.1980); 
Employment aod Earnings, Jaowuy 1991, Table 3 (1990). 
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Table 3&. Civilian Labor Force of Women, 1960-1997 
(Numbers in thousands) 

Year Civilian Labor Force 

1960 23,268 
1965 26,200 
1970 31,543 
1975 37,475 
1980 45,487 
1985 51,050 
1990 56,289 
1995 60,944 . 
1997 63,036 

Source: U.S. Department ofLabor, Bureau of Labor Statistics, Employment and EarniOIP!, 
January 1998. 
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Table 4. Earnings of Penons Age 25-54 

Median. usual weekly eamings of full-time wage and salary workers, by sex, age, race 
and Hispanic origin, 1979-96 annual averages in real dollars 

AGE 25 to 54 YEARS 

HISPANIC WOMEN 
BLACK WOMEN 
WHITE WOMEN 
HISPANIC MEN 
BLACK MEN 
WHITE MEN 

HISPANIC WOMEN 
BLACK WOMEN 
WHITE WOMEN 
HISPANIC MEN 
BLACK MEN 
WH'ITEMEN 

HISPANIC WOMEN 
BLACK WOMEN 
WHITE WOMEN 
HISPANIC MEN, 
BLACK MEN 
WHITE MEN 

1979 1980 1981 1982 1983 1984 1985 

247 239 239 238 248 247 249 
273 263 262 269 274 279 282 

343 324 318 310 316 318 303 
444 424 419 417 418 417 425 

1986 1987 1988 1989 1990 1991 1992 

234 232 233 228 227 227 228 
255 258 257 254 246 250 253 
287 290 291 291 292 292 294 
298 296 285 279 279 269 268 
315 320 ,321 305 296 291 286 
433 428 418 411 402 399 399 

1993 1994 1995 1996 1997 

233 219 212 211 212 
253 246 245 244 249 
297 296 293 294 299 
286 255 253 248 250 
285285 291 281 292 
401 400 397 391 393 

Source: Unpub1ished data from the Current Population Survey. 
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Table S. Earnings by SexlRace/Ethnic Type for High School Grads and CoUege Grads, 
1997 

HS grad, no college Bachelor's Degree 
HISPANIC WOMEN 316 
BlJI.CKWOMEN 317 
WHITE WOMEN 370 
HISPANIC MEN 403 
BlJI.CK MEN 398 
WHITE MEN 517 

Source: Unpublished data from the Current Population Survey. 

Table 6. Percent of Family Earnings Contributed by Wives, 1997 

All wives 
White wives 
Black wives 
Hispanic wives 

Wives contribution in percent 
36.5 
35.8 
43.7 
37.5 

583 
546 
611 
711 
618 
826 

Source: Unpublished data from the Anrrual Demographic File ofthe Current Population Survey. 

'. 
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Table 7. Number orWolllcn-Owned Busin_es. 1972-1992 

1972 

All firms 486,009 
Firms with emp. 

1977 

701,957 
167,733 

1982 

2,612,621 
311,662 

Source: Economic Census Women-Owned Businesses, selected issues. 

1987 

4,114,787 
618,198 

1aI056 

1992 

5,888,883 
817,773 

Table 8. SalesIReceipts and Payrolls for Women-Owned Businesses, 1972-1992 

All receipts 
Firms with emp. 
Payroll 

1972 

$56,186,483 

1977 

$88,491,294 
$58,069,888 
$10,138,472 

1982 

$101,856,490 
$87,717,564 
$11,561,025 

Source: Economic Census Women-Owned Businesses, selected issues. 

1987 1992 

$244,839,892 $457,936,103 
$197,188,572 $392,320,111 

$35,989,994 . $74,687,447 

Table 9. Number o(Employees in Women-Owned Businesses, 1977.1992 

1972 1977 1982 1987 1992 

Employees 894,591 1,354,588 3,102,685 6,252,.029 

Source: Economic Census Women-Owned Businesses, selected issues. 
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Record Type: Record 

To: Ann F. LewisIWHO/EOP. Maria EchavesteIWHO/EOP. Elena Kagan/OPD/EOP. Sally Katzen/OPD/EOP 

cc: Robin LeedsIWHO/EOP. Thomas L. Freedman/OPD/EOP. Mary L. Smith/OPD/EOP. Jonathan 
Orszag/OPD/EOP 

Subject: Equal Pay 

I have some new information on Equal Pay: 
1. Time Magazine and LATimes are doing articles on Equal Pay and seem to be asking 

Susan Bianchi and others. "How do you feel about equal pay vs. sexual harassment????" "Where 
does this fit on your agenda?" 

So ........... .. 

Also. June 10th is the 35th anniversary of signing the Equal pay Act even though it did not take 
effect for 1 year. This was 'pre' civil rights bill. 

Other interesting dates include: ( around) May 8th is the day africian american women finally earn 
the same as men in 97'; and sometime in mid July is the same date for hispanic women. 

May 1 is "worthy wage day" and I've heard the AFL is working on a combined child care/equal pay 
event. I'll try to confirm this today. 



J:l.:IIT' tt"!~L»' Mary L. Smith f'; ~."» 03/24/9803:22:10 PM 

Record Type: Record 

To: See the distribution list at the bottom of this message 

cc: Laura Emmett/WHO/EOP, Jess A. GuptaIOPD/EOP, Francine P. Obermilier/CEA/EOP 
Subject: Updated Pay Equity Memo 

D 
PAYE0324.9 Attached is an updated memo on the policy initiatives for a pay equity event. Please 

look it over and return any comments by COB today so that we can meet with the women's groups 
to evaluate their reactions to our proposal. Thanks, Mary 

Message Sent To: 

Sally Katzen/OPD/EOP 
Elena Kagan/OPD/EOP 
Jonathan Orszag/OPD/EOP 
Thomas L. Freedman/OPD/EOP 
Cecilia E. RouselOPD/EOP 
Barbara Chow/OMB/EOP 
Susan M. Carr/OMB/EOP 
Debra J. Bond/OMB/EOP 
Audrey T. Haynes/WHO/EOP 
Larry R. Matlack/OMB/EOP 
Donald R. ArbucklelOMB/EOP 
Susan M. Liss/OVP @ OVP 
Michael Deich/OMB/EOP 
Rebecca M. Blank/CEAlEOP 
Amy N. Finkelstein/CEA/EOP 



March 24, 1998 

DRAFT MEMORANDUM FOR THE DPC/ NEC 

FROM: DPCINEC STAFF 

SUBJECT: Equal Pay Initiative 

This memorandum outlines the "Equal Pay" initiative the Vice President could announce 
on April 3rd. Many organizations around the country hold events on April 3rd, which is "Equal 
Pay Day," the day designated as the date on which women's earnings, added to their previous 
year's earnings, are said to equal what men earn in one calendar year. This event would be the 
message event of the day, and it is expected that representatives from the Department of Labor, 
OPM, and other departments will attend the event with the Vice President. 

There are numerous studies attempting to determine the degree of wage differences 
between men and women. A recent brief review of existing studies in the area by the Council of 
Economic Advisors concludes that while wage differentials have narrowed steadily since the late 
1970s, there is still a significant wage differential, even after controlling for education, 
experience, and occupation. The raw differential in terms of female and male wage ratios is 
72.4. Taking into account education and experience, the differential becomes 80.5. The wage 
differential further narrows to 88.2, controlling for occupation, industry, and union status. A 
more popular figure, cited for instance by the Department of Labor, states women earn on 
average only 75 cents for each dollar a man earns. 

On April3rd, the Vice President could announce: (1) the Administration's endorsement 
of Senator DaschIe's pay equity bill with some changes; (2) an annual study on pay discrepancies 
to highlight this important problem; and (3) other executive branch initiatives in the areas of 
enforcement, technical assistance, and outreach. 

I. Endorsement of DaschIe Bill 

The most prominent (and mainstrearn) bill in Congress regarding fair pay is Senator 
Daschle's. Congresswoman DeLauro has introduced the companion bill to Senator Daschle' s in 
the House. Rep. Gephardt is looking to support an equal pay initiative and is likely to introduce 
whatever bill we support. There is agreement with almost all of the provisions in the Daschle 
bill. However, there are two issues that raise some concern. We set forth below the provisions 
in the Daschle bill, along with a discussion of the issues that warrant further discussion. You 
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should know that Senator Harkin also has a bill on equal pay, but there is little support for his 
approach because it incorporates "comparable worth" which would be difficult, if not impossible, 
to administer. 

A. Provisions in Daschle's bill that the Administration supports: 

• Non-retaliation Provision. The Daschle bill includes a Non-retaliation provision 
that amends the Equal Pay Act (EPA) to prohibit employers from penalizing 
employees for sharing information about their salaries with coworkers. Lack of 
ability to share such information makes it more difficult for women to evaluate 
whether there is evidence of wage discrimination. 

• Class Actions. The bill amends the procedures for filing class actions under the 
EPA to conform with the general procedural rules for filing federal class actions 
in other areas of the law. 

• Training. Research. Education, and Outreach. The Daschle bill provides for 
training, research, education, and outreach. The bill requires the EEOC to provide 
training for its employees, subject to the availability of funding, on matters 
involving discrimination in the payment of wages. The bill also enhances 
programs already in place at the Department of Labor, requiring DOL to 
undertake research in the area of sex-based pay disparities; disseminate that 
information to members of the interested public; provide information on means of 
eradicating such disparities; assist State and local information and educational 
programs; recognize and promote the achievements of employers that have made 
strides to eliminate pay disparities; and convene a national summit to discuss and 
highlight the issue of sex-based pay disparities. 

• Pay Equity Award. The bill establishes "The National Award for Pay Equity in 
the Workplace," to be administered by the Women's Bureau of the Department of 
Labor, to recognize and promote the achievements of employers that have made 
strides to eliminate pay disparities. 

B. Provisions in Daschle's bill that raise some concerns: 

I. Enhanced Enforcement. 

Daschle's bill would amend the EPA to allow for compensatory and punitive damages. 
Currently, the EPA only allows for liquidated damages and back-pay awards. Liquidated 
damages typically are awarded in an amount equal to back pay. And typical recoveries are 
double back-pay awards. 

An individual can file suit for wage discrimination under Title VII as well as the EPA. 
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Title VII allows for compensatory and punitive damages, in addition to back pay, as a result of 
the Civil Rights Act of 1991. Under Title VII, however, these damages are capped -- to no more 
than between $50,000 and $300,000, depending on the size of the employer -- not the severity of 
the offense (e.g., for firms with between 15 and 100 employees, combined damages are capped at 
$50,000). 

Victims of racial or ethnic discrimination in employment can also sue for wage 
discrimination under Section 1981, which allows unlimited damages. This leaves victims of 
discrimination based on sex, religion or disability limited in the relief they can receive. 

The Daschle bill adds unlimited compensatory and punitive damages to the Equal Pay 
Act. This provides more than is currently authorized under Title VII, but achieves parity with 
racial and ethnic discrimination awards under Section 1981. 

A number of advocates believe that increasing the damages available under the EPA 
would encourage the private bar to bring more suits under the statute, encourage employers to 
devote more attention to their pay practices, and encourage victims to come forward. Adding 
unrestricted damages to equal pay cases would not necessarily lead to a huge proliferation of 
frivolous actions or excessive awards. An examination of cases under Section 1981 found that 
between 1980 and 1990 plaintiffs won 121 cases -- eleven per year. There were no 
compensatory and punitive damages in 52 of the cases; in 42, damages awarded were less than 
$50,000. Total damages exceeded $200,000 in only two cases during the eleven-year period. 
Note: this study was limited to reported decisions, and did not include cases settled before trial. 

The women's groups have long advocated lifting the caps in Title VII and view any limits 
on damages in the EPA as an abandonment of their position for equal relief and as an affront to 
women rights generally. In fact, if the Administration did not support uncapped damages in the 
Daschle bill, the women's groups would feel betrayed, preferring no bill at all. In addition, they 
have indicated that they would publicly attack the Administration on this issue. 

The Departments of Labor, Treasury, Justice, and the Commissioner of the EEOC all 
support endorsing adding uncapped compensatory and punitive damages to the EPA, with the 
exception that the Department of Justice believes that punitive damages should not be available 
against the Federal Government. The NEC, DPC, Women's Office, CEA, and OMB agree. 
Commerce remains concerned. 

2. Data Collection 

Daschle's bill also provides for the collection of pay information by the EEOC. 
Daschle's bill is somewhat vague on exactly how the wage data would be collected. In 
particular, it does not specify that the data needs to be collected on the EEO-1 form, which is the 
form used by the EEOC to collect employment data. Because of the concerns set forth below, 
we believe we need to work with Daschle's staff to remove this section of the bill. 
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Data collection could improve pay equity in two ways. The first is by increasing public 
awareness of pay inequities and enabling women to evaluate whether they have been victims of 
wage discrimination; the second is by enhancing enforcement of anti-discrimination laws. 

The EEOC currently collects annual data regarding the demographic breakdown of the 
workforces of private employers with 100 or more employees and of federal contractors with 50 
or more employees on the EEO-I form. The EEOC does not currently collect salary data with 
respect to private employers. 

The EEO-l form has remained virtually unchanged for the past 30 years, despite its 
review every 3 years for OMB paperwork clearance (most recently in 1997). Since the 1960s, the 
occupation and racial categories have become outdated; what was once confusing is now 
potentially misleading. As a result, many in the business community perceive the EEO-I form as 
a waste of time and money. (OMB estimates suggest that it takes each firm 10 hours to fill out 
the form; adding wage data would likely increase the compliance costs dramatically -- possibly 
by several hundred-fold -- although creating a supplement to the form or limiting it to a subset of 
the reporting universe could mitigate some of these costs.) 

Nonetheless, the EEOC believes that collecting wage data on the EEO-I form would 
greatly improve its ability to target and prioritize discrimination cases. It also would assist the 
Department of Labor (DOL) in targeting its enforcement efforts and monitoring affirmative 
action programs. Because DOL thought that the EEO form would not be amended to include 
wage information, it has been working on a proposed rule to gather such data from federal 
contractors though an OFCCP form. That work has been in process for almost three years; we 
now understand that it may be ready to be sent to OMB during this fiscal year. 

There is consensus that any attempts to add wage data to the EEO-I form will draw 
immediate fire from the Republicans and the business community. Indeed, any announcement of 
a process to determine the best way to gather this data would likely provoke a rider and risk the 
increase in funds requested for the EEOC in our FY99 budget. (The budget requests $279 
million for the EEOC -- $37 million or IS percent more than enacted in the 1998 budget. More 
than one-third of the proposed increase, $13 million, goes to expansion of the agency's Alternate 
Dispute Resolution [ADR] program.) 

Since the EEO-I form is up for revision in the year 2000, as part of the Paperwork 
Reduction Act, the consensus among the working group is that we should work to remove the 
data collection provision from the Daschle bill and should work quietly to evaluate the options 
for addressing the existing problems with the form (e.g., the outdated occupational and racial 
categories, and the lack of wage data). 

II. Data Collection - Annual Report By Department of Labor 
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In order to increase public awareness of pay inequities, the Vice President could 
announce an annual report on the pay gap by sex produced by the Department of Labor. This 
annual report would be based on data that already exist, but are very difficult for most people to 
utilize. Publishing the information on pay inequities in an easy-to-access report would make it 
easier for interested parties to raise the national prominence of this problem. And because 
attitudes and awareness are keys to reducing wage disparities, highlighting the issue every year 
would likely have a powerful effect on public consciousness and be an effective way to achieve 
increased gender pay equity. This announcement will not be politically charged since it would 
not impose additional burdens on business. This option would not enhance enforcement efforts 
and would not involve significant costs. 
II. Other Executive Branch Announcements 

A. Private-Sector Enforcement 

Enforcement of anti-discrimination laws by the EEOC and OFCCP have traditionally 
played an important role in easing discrimination in our labor market. Therefore, a key 
component to our equal pay initiative is to improve enforcement by both agencies. 

1. A Memorandum Of Understanding (MOU) between EEOC and DOL to 
Cross Train. The EEOC and the Department of Labor could enter into an 
agreement to train each other's staff to be sensitive to potential violations of the 
statutes they enforce, including the Equal Pay Act. The agencies would refer 
information concerning potential violations of the agency's statutes to the 
applicable EEOC or Labor Department office for appropriate action. 

2. A MOU Between EEOC and DOL to Collect Damages. OFCCP would be 
designated to serve as the EEOC's agent for purposes of collecting damages that 
are not otherwise collectible under OFCCP's authority under its executive order. 
OFCCP then could obtain full relief for intentional discrimination. This change 
would not require any legislative action. There are no costs anticipated for this 
option. 

B. Private-Sector Technical Assistance 

There are several areas in which the federal government could provide technical 
assistance to make private employers aware of wage disparities. 

1. Federal Contractor Best Practices. Currently, federal contractors must conduct 
self-audits as part of their federal contract obligations. OFCCP has begun to 
publicize successful programs through its best practices honor roll. The agency 
plans to place these Best Practices suggestions on its web site. 

2. lO-Step Voluntary Self-Audit for Businesses and Employees. The Department 
of Labor would develop and make available a IO-step package that would give 
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companies guidelines to determine whether they offer equal pay, hiring, and 
promotional opportunities. The Department would also develop a similar 
checklist for employees. DOL would put these self-audits on the Internet. This 
would require no additional funding. 

3. Awards. The Department of Labor has an Exemplary Voluntary Efforts (EVE) 
and Secretary's Opportunity 2000 Awards program that recognizes best corporate 
practices. This year's event will be held on September 17. This existing vehicle 
could be used to highlight the best practices in furthering pay equity. There is 
also an award proposed in the Daschle bill. 

C. Federal Government As A Role Model 

For any equal pay initiative to be credible, we must make the Federal government the role 
model for other employers. To this end, we would propose the following four initiatives to put 
the Federal government in the lead on this issue and address discrimination within the Federal 
government: 

1. lO-Step Voluntary Self-Audit for Agencies. The federal agencies will agree to 
take the 10-step self-audit that the Department of Labor would develop and use 
the results from the self-audit to monitor their efforts on equal pay. 

2. Best Practices. OPM could work with the other Federal departments and 
agencies to develop best practices, from both the public and private sectors, for 
recruiting and retaining women. 

3. Guide to Recruitment and Retention of Women. OPM is producing a new 
Guide on Recruitment and Retention of Women in the federal government that 
would contain information to make agency managers aware of career 
opportunities for women and to provide guidance on recruitment and career 
development for women. This could be prepared by April 3rd. 

4. Outreach. OPM, in conjunction with other agencies, could expand outreach 
efforts, including working with professional groups, participating in women's 
conferences, and visiting college campuses so that talented women may be 
recruited for jobs in the Federal government. 
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Record Type: Record 

To: Elena Kagan/OPD/EOP, Sally Katzen/OPD/EOP, Jonathan Orszag/OPD/EOP, Cecilia E. Rouse/OPD/EOP 

cc: Jess A. GuptalOPD/EOP, Laura EmmettlWHO/EOP 
Subject: Re: Changes to Daschle Bill on Equal Pay 

Here is some funding language suggested by OMB. 
---------------------- Forwarded by Mary L. Smith/OPD/EOP on 03/27/98 05:01 PM ---------------------------

tJ Debra J. Bond 03/27/9804:55:05 PM 

Record Type: Record 

To: Mary L. Smith/OPD/EOP 

cc: Susan M. Carr/OMB/EOP, Larry R. Matlack/OMB/EOP, Lori Schack/OMB/EOP 
Subject: Re: Changes to Daschle Bill on Equal Pay !lID 

Per your request. Below is our recommendation for the funding provision in the Daschle bill. In 
addition, when the legislation was circulated through the OMB legislative process, DOJ stated that 
the Publicity section of the Award appears to be unconstitutional. Melissa Benton (57887) has 
information on this issue. Call if you have any questions (5-7751). 

Sec. 8 Increase Resources for Enforcement and Education. 

Suggest striking (a), (b), and (c) and inserting: 

"There are authorized to be appropriated such sums as may be necessary for EEOC and DOL to 
carry out the provisions of this Act." 

Rationale: Providing specific funding amounts has unintended consequences. From the 
Administration's view, the President's budget provides sufficient funds to carry out the agencies' 
statutory and EO responsibilities. Including the President's increase in the Daschle bill suggests 
that the increase to EEOC ,for example, is tied to the substance of this bill, which is not the case. 
In addition, providing the increase in a separate bill implies that the Administration needs a 
legislative action from Congress in order to propose increases to agency funding. Title XI of the 
CRA of 1964 provides permanent authorization for appropriation for EEOC. Lastly, even though 
funds are authorized, it does not guarantee that it will be appropriated. 

The increases required to implement the provisions in this bill are already covered by the President's 
1999 budget. For example, EEOC's responsibilities under the Equal Pay Act are not changing as a 
result of this bill. Therefore its 99 budget should cover the amount needed to enforce the equal 
pay act. In addition, the funding for the award is unnecessary given OFCCP/DOL has been doing 
this for years. The funding needed for the award is therefore built into its base funding. 



So we recommend using broad language that provides the Administration flexibility in agency 
funding decisions and does not give the Congress an incentive to lower the amount. We want to 
have the budget battle in the appropriations bills. 
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Equal Pay Self-Audit for mnployeis Page 1 of4 

-_ .. _-_._----------------_._. __ ._._ ... -._-----
Womeu cnnrimJe to teJ.l the U.S. Department ofLahor that pay is one of their biggest workplace 
com;eIDS. They tell us they need better pay and they need fair pay .. A look at eamings data indicates Ii 
confuluing wage.gap between women and men. Althoush the wage gap has narrowed over the years, 
in 1997, workinswomrmstill earned only 74 percem: ofmcn'swceldyeamiugs On averege. The 
average WOIIIlIIl would have to work from JamJ31j' of 1997 to.April3 of 1998 to earn what the 
average man earned in 1997 alone. Foc women of color, the gap is even greater compared to white 
men. 

BusinesSes have a great stake in equal pay issues as well. The wage gap and the glass criling reflect 
the undeIValuancn of IIIl important sector of the worlcforce. Global competitiveness places greater 

demands on business. It means that as a nanon, we must baud to~ to ensure rec::rnitment and 
retention of the best talent available. In OW' competitive =omy, we do not have a person to spare. 

President Clinton is cal!jPg on all Ameri.cims to recognize and reward the full value of the skills and 
contributions of women and people ofcolor. SecretaJ:y of Labor Alexis M Herman bas responded to 
the President's call to action by Clq)an.diug the Fair Pay Clearinghouse in the Women's Bureau and . 
ma!..ing additional resources availahle that highlight model pay practioes ao.d help employers ensure 
equal pay. T~ following ten-step guide was developed - with input from a variety I;lf stakeholders -
to usist employers in analyzing their own wage-setting policies and establishing COIltsistl:ll't and fair 
pay practices for aD.. 

Employers vary groatl:y by industry, gross sales IUld number of employees, yet very fuw are EllreIIIpt 
from the IllWS that reqllire eqoal pay aild equal employmen' opportunity. We are providing the 
fonowing infonnation which we believe will be helpful to you in deve10iDg a general framework: for 
policies that will BDSUl'e equal pay. regardless of an individual employer's c.hancteris:tics. Snui!l 
businesses may decide they do IlOt need the formaJized processes that are often essential for 
employers ofl.w:ge1: worlcfbrces, yet may still find it useful to apply all or some oftbese concepts in 
assessing compensation pmgmrnl for their employees. The results of this self-audit will not be 
collected by the Federal Govem:mcnt or used for complilmce purposes, and equal pny policies that 
may be developed from the audit wiI1 not ensure comp!iJmce with Federal civil rights laws. 

1. Conduct a RetrUitment Self-Audit 

• Does your hiriDg process seek diversity in tbe quaIffied applicant pool for po9itions? 
'. 

http://www-test.dol.gDV/dollwb/lOstep71.htm 4/1/98 
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Equal Pay SeJf-Audit for Employers l>age 2 of4 

2. Evaluate Your CumpensatioD System for Itatem:aJ Equity 

- Do you have a method to determine salaries and benefiIs? 
• Do you write position descriptions., seek employee input and develop consensus for position 

descriptions? In mUonized wolkplaces, do you involve llIlionl.earlers? 
• Do you have a consistent job evab1ation systl:lD.? Are jobs scored or assigned grades? Are 

positions where women and minorities work swred or graded according to the same standards 
as jobs where men or non-minorili.cs work? 

• Could a method be used for ensuring consistent pay for people with substamially similar levels 
of ClIPerieoce and education who hold jobs calling for substantially similar degrees of skill, 
cffun, ~PQnst1illity and working conditions, even though job titles may be different? 

3. Evaluate Your Compensation S)'8tem for Industry Competitiveness 

• Do you have a method to dctcrminc the market rate for lillY givenjob? Do yml ensure that 
market rates are applied consistemJ.y? (ie .• Can you be con£idem. that men are"not being 
compensated az or. above marlcet rates while women are compensation a1 or below market 
flltes? Can you be confident that non-minority worker:s are I)ot compensated at or above 
market rates wblle minority workers' compensa%i.on is Qt or belaw the market rates?) 

• Would your company bcw=fit fi:om a ftesh approach that updates position descriptions; IL'Isesses 
skill, effort. responsibility and working conditions ofmou! job~ assigns grades or swres; and 
ensures consistent application of market ClIteS and extemal competitiveness? 

4. Conduct a New lob Evaluation System if Needed 

• Do you have up-tO-date position descriptions for all occupations? 
• Do you establish criteria. fur assigning vahles to skills, effort, responsibility and wolking 

conditipns of jobs? Do you challenge basic assumptions abollt the value of skills befure 
assigning points or grades? (l.e., - Do you consider how caring for sick people, small muscle 
dexterity in typing, and other such skills may have been underValued in jobs that have been 
tnlditionally held by women?) 

• Do you ClISUTC agreemeJ1t &mODg woIker representatives and milIlilge7Jlent in criteria to 
evaluate jobs? 

• Do you assign SCO!'C$ or grades to jobs lIIJd allow worker input? 
• Do you compare your system 'With market rates and other extemal competitiveness tiu;tors? Do 

you coDsidec whether the market has UDd~mpensated certain o.:c:upations or professiom 
before making adjustments? 

• Do you as. cansistem: COmpezlRtio.u to jobs witma similar grades or score:i, and do you U$f: 

market (lites and other extemal competitiveness factors consistently? 

5. E:mmiDe Your Compensation Syst81ll and Compare Job Grades/Scores 

• How does pay compare for positions with similar gTades Of scores within your company? On 
average, are women and minorities paid aiwililUy to men and non- minorities within the same 
grade OT job score? What are the reasons for any disparities in pay between jobs with similar 

" grades or swres? Can ~ be made to ensure COJlsisteDcy in assigning grades or scores? 

http://www-test.doLgov/dollwbIlOstep71.htm 411198 
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Equal Pay Self-Audit for Employers Page:3 of 4 

• How long do men. WOIDBn and minoritic:s stay"withinjob grades or scores befure moving up? 
Do men or IIOIl-lOil;\onty workers move up faster? What are the reasons that !lOme workers 
move up faster? Can you take action to ensure that all wmkers have equal opportunity for 
advancement? 

6. Review Data for Personnel Entering Your Company 

• At what grades or pOsitiOAS do mao., women and minorities typically enter your company? 
WIthin those grade& and positions, are salaries consistent, or do men, women and minorities 
eDler at diffenm.t pay levels? 

• How does negotialion affect cntty-level salaries? Are Im:Il able to negotiate higher startiDg 
salaries than women or minorities? 

• How do new hires compare in sa1aty to those already worldng in the company in the same 
gnuies or positions? Do men, women and minorities IlIlI:eriIlg the company get paid higher or 
lower than those who already hold the same positions or grades? Are there difterences by 
gender or J:3I;e? 

• Arc changes needed to ensure that new hires are treated eonAist:ently and incorporated into 
existing compensation systems on a compatible basis? 

7. Assess Opportunity for Employees to Wjn Commisstons and Bonuses 

• Are men, wOIlllin and minorities as.signed projects or clients with high cnmmis'lion potemial on 
a consistent basis? 

• Are men, women and minorities with similar lcvcls of pcrforman~ awarded bonuses on a 
consistent basis? Do they receive bonuses of similar moDetluy values'? 

8. AMII$8 Bow .Raises are AWArded 

• Is there a consistent method of evaluating performance for all worlcers? Do men, women and 
minorities receive consistent raises based on similar perfoImaD.Ce standards? (ie., are all 
workers with outstanding evaluations awarded the same percentage increases,? If not, what 1111: 

the reasons for the diffi:rence?) 
• Are men, women and minorities with similar levels of performance !lW8I"ded bonuses on II 

consistem basis? Do they rec"c:Ne bonuses of similal" lDonetary '\IaIues? 

,. EValUlltll Employee Training, Development and Promotion Opportunities 

• 'How are workers selected for participation in tIlIining opportunities or special projects that 
lead to advancement? Are there di1ferences by race or gender? If so, what can be dane to 
widen the pool to retlect equal opportunity? 

to. Implement Changa Where Needed, Maiolain EqUity and Share Your Success 

Have you made changes to ,ensure consistew:y in evaluation of jobs, assjgnm .. .nt of grades or 
SCOT~. adVRDC.ement within the systeIII, p~ evaluation,. compensation levels, raises, 
bonuses, commissions iIlld traini.ug? Ha.ve you evaluated your compensation ilystem periodically 
to ensure that it meets equal employment opportunity goals? 

hI.tp:Jlwww-test.dolgov/dolIwb/lOstep71 ,htm 4/1/98 
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Do you maintain openness about compensation with your workforce? Do you regularly post 
job openings and salary ranges within the workplace? Do you allow employees to discuss 
compensation issues OIl their own time? 

- Are YO\1 reaping the rewards <If a productive, loyal workforce, and using yoar succe.'l8 as a 
COllipetiti:ve tool to atttact the best and brightest workers? 

Now it's time to grade )lQu..-self, how did you score on the audit? 

Were theBe iBSUes you had considered before, or did you imme<tiately think of an equal pay program 
already in place? W~ there many questions you bad not considered before'? You may find the 
answers to these questions to be informative and useful to begin work on implementing some of these 
policies. 

The woinen's Bureau is interested in highlighting innovative and successful practices that benefit 
working women. Ifyau would like more information on this program please contact the Women's 
Bureau althe following address: 

ldaLC ... _ 
AdIne: 1lb-ecba 

TIloWam .... • ......... 
u.s. DepBl"!ml!Dt of LodJo)" 

IOD Coastitutioa AYeaae, NW 
Roam SlUOZ 

W uhIIlgtOll, DC lOll" 
(202) 219-40611 

.DOL Hpm .. page. Women's Bureau Home page. Top of Document 

http://wwW-test.dol.gov/dollwb/IOstep71.htm 411/98 
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Working WOIneD. are entitled to ~ employment opponunity OIl the job, including the right to equal 
pay for equal work and to earn a paycheck: that is free from un1aw1iJl bias. Yet working women 
continue to tell the U.S. Department of Labor that pay is ODe of their biggest workpl al:e concerns. 
They tell us that they ate not fairly c;ompensated for their work. 

Preaident Clinton has called on employers. govetllJlWlt officials, commnnity educatMs and workers to 
recognize aDd reward the full value of the skills aud contributions ofwom.en and people of color. 
Secretary of Labor Alexis Herman has directed the Womm's Bureau to develop ~ Eqaal Pay 
Checklist as a guide to issues that a1fcct pay. We hope this QI"eef development tool will. provide a 
useful framewOIk for women interested in furthering their opportunitlc:s and improving their eaming 
power. 

Wben was the last time YOD_. 

1. Thought about what YOU do on the job. the ski1lsyou use, your contributions, IW.d the value you 
bring to your employer? 

2. fnmpared vpur skills and responsiblities to those of others in your wor.kplace ami industry? 

3. Consulted trade journals, career publications, or Department of Labor wage information to get a 
seuse of salary T!!"ges for someom: of your qualificatloml within your industry, or in simlar jobs in 
oth~ iruiustrie&? 

4. Had a perfonnance review and used it as an oppormnity to discuss your responsibilities and 1:lle 
vahle Of your skills to the company? 

5. Asked for a ~ ;-ryou &el you lire being underpaid based OIl your duties and respOllSibilities? 

6. Gathered jnfunnation from. supervisors and coneagues about the kinds of skills aJ.~d training needed 
to move into better paying jobs in your COlTIpilIlY? 

7. Networked with other. people outside your company to broaden your knl,lWledge of your 
occupaJion and trends in your industry iDcb'ding iDf'ormatioo. about s..t.aries, essem];a1 skillis and 
training opportuJliti.es? 

8, Sought training. special projects or other skills building opportt.u1ities that could lead to a betteT 
payiugjob? 

9. Pursued opportunities at your current place of employment or with other firms? 

http://www.test,dolgov/doVwb/epcl1eckhtm 4/1/98 
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10. Shared ideas and ~Ollcems about compensatiOil issueS with other employees ill YCIll{ worlcpJace? 

As a complement to this cbeek!jst, the Women's Bureau has also developed Ten Steps to an Equal 
Pay Self Audit for Enployer~·. 

ThIs ....... 1diat ia dooigned ... a genaraJ tool to Jlrovokc !hought and 0P~1l dialogue.. Wom .... who ft.'el \hal; their legal 
npt$ to eqqal P,,", are a.ol being met daould CGAta<:t tho EguaJ EmploymeDt OeoortUldty C!I!!!!!J~8imJ. 

http://www-t:2st.doLgov/dol/v;blep~h1m 4/1/98 


	DPC - Box 067 - Folder 017

